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Abstract 
 
The aim of this study is to explore the relationship between employees’ supportive 
resource (workplace support and non-work support) and their work-life balance in Taiwan. 
The roles of work-life balance’s four components (work-to-life conflict, life-to-work conflict, 
work-to-life facilitation, and life-to-work facilitation) in the relationship between support and 
employee outcomes (psychological wellbeing, turnover intention, affective- and continuance 
organizational commitment) were examined. 
 
Eight-hundred surveys were distributed to for-profit and non-profit sectors. After 
eliminating the invalid questionnaires, 658 valid questionnaires were used for further 
analysis. The findings of this study suggested that three kinds of support (organizational 
support, supervisor support, and non-work support) were positively related to employees’ 
work-life balance. However, no significant relationship was found between the availability 
and usage of the work-life balance policies and employees’ work-life balance. More 
importantly, it was found that work-life balance and four components mediate the 
relationship between supervisor support and all employee outcomes. The relationship 
between employees’ awareness of the policies that organization offered and favourable 
employee outcomes is also mediated by work-life balance. Interestingly, the availability and 
usage of the policies were not found to be related to either employees’ better work-life 
balance or favourable employee outcomes. It is thus recommended that emphasizing 
supervisor support might be a better option than introducing various work-life balance 
policies for employees to achieve a better work-life balance. Otherwise, the work-life balance 
policies offered have to meet employees’ needs. 
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Chapter one 
 
Introduction 
 
Work-family or work-life balance has been of increasing interest in the past few 
years. Breakspear and Hamilton (2004) suggested that employees nowadays seek a 
more balanced life and an employee without good well-being could be 
counterproductive to both the organization and other colleagues. Moreover, Hughes 
and Bozionelos (2007) in their exploratory study on male bus drivers demonstrated 
that an imbalance between work and life was associated with job dissatisfaction, high 
turnover intentions, and absenteeism. 
 
Many organizations try to attract and retain good employees by making their lives 
easier. Some deliver ready-cooked meals to an employee’s door in the evening 
(Financial Times, 2000). Some offer haircuts, cut-price sushi, and free ergonomic 
chairs (Financial Times, 2000). The benefits of working at Google ranged from free 
food to gym membership (Potter, 2007). First Tennessee bank offered their employees 
a $130 cash bonus if they are seen to be practicing ten specified healthy behaviour 
patterns (Financial Times, 2000). Those benefits or policies the organization offered 
were aimed to help employees achieve a better balance between their work and life 
domains. However, some research indicated that more factors needed to be taken into 
account than just providing policies alone to achieve a better work-life balance 
(Blair-Loy & Wharton, 2004; Mesmer-Magnus & Viswesvaran, 2006). 
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Work-life balance 
 
The term ‘work-life balance’ has been widely discussed but it has not been clearly 
defined. Frone (2003) suggested that people may be involved in multiple roles outside 
their family life (e.g. leisure roles and community roles). The term ‘work-life balance’ 
is more inclusive than ‘work-family balance’, where balance exists in the latter 
between work role and family role only. Because most research has focused on 
‘work-family balance’, not much of it clearly distinguishes the term ‘work-life 
balance’ from it.  
 
Some researchers defined work-life balance in a different term than just focusing 
on family role. Blunsdon, Blyton, Reed, and Dastmalchian (2006) suggested that 
work-life balance means that an individual can manage both work and other aspects of 
their life, such as the domestic or family sphere, without a conflict or without the 
opposition of one domain to the other. Guest (2002) believed that work-life balance 
should be defined in both subjective and objective terms, whereby the subjective 
measure is the individual’s subjective perception of individuals’ balance between work 
and the rest of life and the objective measure is the consequence of behaviour, for 
example, time devoted to work or other demands. 
 
On the other hand, some research pointed out that work-life facilitation may be 
the second component of work-life balance (e.g., Grzywacz & Marks, 2000; 
Kirchmeyer, 1992). Work-life conflict refers to the negative reciprocal relationships 
existing between work and life domains, whereas work-life facilitation refers to the 
positive reciprocal relationships. Blunsdon et al. (2006) suggested that work-life 
balance exists when there is no conflict between domains. However, other studies 
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suggested that work-life facilitation helps to achieve a balance between the two 
domains (Van Steenbergen, Ellemers, & Mooijaart, 2007). Moreover, Frone (2003) has 
also suggested that both conflict and facilitation must be considered. I believed that a 
complete balance involved both work-life conflict and work-life facilitation.  
 
The present study 
 
This study aimed to explore the relationship between organizational culture, the 
policies the organizations offered and employees’ work-life balance. The research was 
conducted in Taiwan, one of the Four Asian Tigers, which refers to four regions which 
maintained high growth rate and rapid industrialization between early 1960 and 1990s 
(IMF, 2008). Furthermore, this study also aimed to discover employees’ perception of 
balance in both for-profit and non-profit sectors. 
 
The number of non-profit organizations in Taiwan increased rapidly since 1980. 
Most up-to-date research that is related to work-life balance topic has focused on the 
for-profit organizations. The employees of for-profit and non-profit sectors might 
behave differently from each other, as the two sectors differ from each other in their 
mission and approach. Mirvis and Hackett (1983) found that employees in for-profit 
sector rate their benefits, wages and find their extrinsic reward to be based more upon 
their performance, whereas Hansmann (1980) and Rose-Ackerman (1996) suggested 
that employees of non-profit sectors are motivated by an intrinsic value such as idea, 
vision or quality of the product rather than monetary reward. The employees of 
non-profit sectors were found to have greater autonomy, task variety and they were 
also more committed to their job than employees in for-profit sectors (Mirvis & 
Hackett, 1983). In contrast, Goulet and Frank (2002) found that employees in the 
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for-profit sector were more committed to their organizations than were employees 
working in non-profit organization (NPO). Furthermore, higher job satisfaction was 
also found in non-profit sectors compare to for-profit sectors (Benz, 2005; Mirivis, 
2006). Thus, it is worthwhile to discover the work-life balance of employees of NPO 
as the different nature of NPO sector might lead to different results from the employees 
of for-profit sectors. 
 
The reasons to conduct this study in Taiwan were firstly it was my home-country, 
where the idea of ‘work-life balance’ has been introduced recently (Tsai, 2006) and the 
relationship between it and an organization’s culture is yet to be discovered. Secondly, 
the study was also conducted to see if the western findings could be generalized to 
Taiwanese samples. Lu et al. (2009) compared Taiwanese and British samples and 
found that some results were nicely generalized, while others produced differences; 
they found that supervisory support had a stronger effect on Taiwanese than on British 
employees. 
 
In addition, this study is significant for its focus on the relationship between ‘the 
work-life balance of work and non-work’ rather than ‘work and family balance’. The 
term- ‘family’ describes the relationship excluding single peoples’ life. According to 
National Statistics in Taiwan (2008), there were about 43% females and 49% males 
over age of 15 years old remaining unmarried in 2007; this means that one out of every 
two people remained single. The median age at entering first marriage of Taiwanese 
women delayed to 27.7 in 2007 compare to 25.7 in 1998, whereas age of 28.8 in 1998 
to 30.3 in 2007 for man (Ministry of Interior, 2008). The marrying age has been 
delayed in Taiwan. Marriage has become a choice rather than a destination in life 
nowadays. 
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Theoretical model 
 
This study measured the balance between work and life from two aspects: 
work-to-life and life-to-work. The theoretical frame of this research contains three 
parts: resources, mediators, and criterion variables. The resources described the 
variables (e.g. organizational support) which contribute to the situation and associated 
with the occurrence of mediators (e.g. work-life conflict), which then contribute more 
or less to the appearance of criterion variables (e.g. turnover intention). For example, a 
work-life balance supportive culture (resource) in an organization is expected to 
associate with less conflict (mediator) which arises between employees’ work and 
private life domains, and this is expected to relate to employees’ less likelihood to 
leave the job (criterion variable). 
 
The resource variables are: the awareness, usage and availability of 
organizational WLB policy (details in the following section), organizational support, 
supervisor support, and non-work support. The mediators are: work-life balance, 
work-to-life conflict, life-to-work conflict, life-to-work facilitation and work-to-life 
facilitation. The criterion variables are: organizational commitment, turnover intention, 
and psychological well-being. Figure 1 shows the model for this research: 
6 
 
 
 
Figure 1  
Theoretical model 
 
Resource variables       Mediators      Criterion variables 
Psychological well-being 
Organizational WLB policy usage 
Organizational support 
Supervisor support 
Non-work support 
Work-to-life facilitation 
Work-to-life conflict 
Life-to-work facilitation 
Life-to-work conflict 
Work Life Balance 
Turnover intention 
Organizational commitment 
Organizational WLB policy 
Organizational WLB policy awareness 
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The resource variables 
 
Resources that an employee may be able to access include the resources in the 
workplace or in the community as well as at home or in the non-work domain. This 
research categorized the resources by identifying them separately as those in the 
workplace and those in non-work place. Resources that may be available at employees’ 
workplace include organizational policies, benefits and direct supervisors, while the 
resources available in the non-work places include assistance provided by friends, 
members of the immediate family, and members of the extended family. Family 
members are often the employees’ primary source of social support. 
 
House (1981) suggests that social support is the perceived flow of informational, 
emotional, appraisal, and instrumental help from different sources. Different forms and 
sources of social support have been identified; two types of support seen as being 
relevant to the context of work-life balance are instrumental support and 
informational/emotional support. Instrumental support includes those tangible helping 
behaviors such as borrowing money from friends. Emotional support refers to 
information, advice, affirmation or affection, and concern for the receiver’s welfare 
(Parasuraman & Greenhaus, 1994). Thus, high instrumental support from the work 
domain can reduce the burden in the work-role, and enable an individual to devote 
more time to the work role, equally high instrumental support from the life domain can 
reduce the burden in the non-work role, and enable an individual to devote more time 
to the non-work role. High emotional support can enhance individuals’ feelings of 
self-efficacy and thus decrease the perceived severity of work-life conflict. 
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Social support in prior research (Billings & Moos, 1982; Rudd & McKerny, 
1986; Sekaran, 1985) suggests that support received in one domain, such as the 
non-work domain, may enhance well-being within the other domain, such as the work 
domain. Most literature also examines the buffering effect of social support on 
individuals’ well-being (Beehr, King & King, 1990; Cohen & Wills, 1985; 
Greenberger & O’Neil, 1993). However, Carlson and Perrew (1999) suggest there is a 
‘direct’ effect of social support from work colleagues and family members rather than 
just a buffering effect. They believed that it is better to consider social support as an 
antecedent rather than as a resource which alleviates the negative effects of stressors 
such as work-life conflict. They further divided social support into work support and 
non-work support; in this research work support is described as the organizational 
support (e.g. work-life balance policy provided to the employees) and supervisor 
support, whereas non-work support describes support received from anyone and in any 
form as long as it is outside the workplace. 
 
Workplace support 
 
Support received from a workplace could be from a variety of forms: 
organizational support, supervisor support and organizational policies the company 
offered. Recent studies support the view that workplace cultures and initiatives which 
openly address and support work and family issues may result in valued organizational 
outcomes such as organizational commitment and lower turnover intentions (Brough, 
O’Driscoll, & Kalliath, 2005; Thompson, Beauvais, & Lyness. 1999). 
 
When it comes to define the term ‘work-life balance policy’ (WLB policy), 
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some defined it as where an organization uses practices as a tool to assist employees 
managing the balance in their life between work and family (Eaton, 2003; Konrad & 
Mangel, 2000; Thompson et al., 1999). Given that this research focused on the balance 
between work and the off-work domain, the work-life balance policy was defined as 
the policy which aimed to achieve a better balance between employees’ work and life, 
for example, flextime was offered for employees to have a better control in their time 
management between work and non-work domains. Detailed information of WLB 
policies is discussed in the Method chapter. 
 
Many studies suggested that organizations could enhance productivity, reduce 
employees’ stress level, absenteeism, annual medical expense such as health care and 
medical insurance by applying work-life balance policies efficiently (Smith & Gardner, 
2007; Pine, 1994). To make the most out of an efficient policy implementation is to 
clearly announce the policy, make the policy useful and available to the employees. 
Wang (2004) suggested two main points that would encourage an organization to adapt 
work-life balance policies: 1) at an organizational level, applying policies would 
increase productivity and earn a good business reputation; 2) at an individual level, 
motivation would increase employees’ organizational commitment and loyalty, and 
help them deal with work-life balance related needs in terms of achieving better 
performance at work. In sum, the awareness, availabilities and usage of the 
organizational WLB policy is expected to relate to a better balance between 
employees’ work and non-work domains. 
 
Hypothesis 1a: There will be a positive relationship between the awareness of the 
organizational WLB policies and work-life balance. 
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Hypothesis 1b: There will be a positive relationship between availabilities of the 
organizational WLB policies and work-life balance. 
 
Hypothesis 1c: There will be a positive relationship between usage of the 
organizational WLB policies and work-life balance. 
 
Even though WLB policy is expected to bring better balance in employees, some 
literature showed different opinions on the topic of reasons for applying WLB policy 
to the workplace (Felstead et al., 2002; Goodstein, 1994; Wood, 1999). The ideas were 
based on an institutional theory and believed that organizations could be under 
pressure to achieve social legitimacy, so they apply the policy because of the social 
norms, social expectations (Goodstein, 1994). Furthermore, some believed that 
organizations might expect to do so in order to gain higher organizational commitment 
from the employees. 
 
Generally, research on organizational support showed that employees believed 
their organization valued their contribution and cares about their wellbeing 
(Eisenberger, Huntington, Huchinson, & sowa, 1986). Some studies suggested that an 
organization’s culture can inhibit the implementation, availability, and the usage of the 
work-life balance policy. Allen and Russell (1999) suggested that employees might 
face negative consequences such as being regarded as less committed to the 
organization if they visibly show interest in family or personal life. A study showed 
that managerial advancement was associated with working long hours (Judge et al., 
1995). Judiesch and Lyness (1999) found taking family-related leaves of absence was 
negatively related to subsequent performance ratings, promotions, and size of salary 
increases for female managers. 
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As the work-life balance policy aims to help employees manage multiple work 
and non-work responsibilities, organizational level support appears to be important 
within the context of work-life balance supportive environment. Thompson, Beauvaiz 
and Lyness (1999) defined a supportive culture as “the shared assumptions, beliefs, 
and values regarding the extent to which an organization supports and values the 
integration of employees’ work and family [non-work] lives.” (p. 394). In other words, 
this culture does not prioritize work above other aspects of employees’ life. They 
believed that employees believe that their careers will not be negatively affected by 
using WLB policies (Thompson et al., 1999). Furthermore, the workplace support (e.g. 
organizational support) would be seen as work-related coping resource rather than as a 
source of conflict (Warren & Phyllis, 1995). 
 
Hypothesis 2a: Perceived organizational support will be positively related to the 
awareness of the WLB policies. 
 
Hypothesis 2b: Perceived organizational support will be positively related to the 
availabilities of the WLB policies. 
 
Hypothesis 2c: Perceived organizational support will be positively related to the usage 
of the WLB policies. 
 
Thomas and Ganster (1995) found that employees whose supervisors supported 
their efforts to balance work and family were less likely to experience work–family 
conflict. Supervisor support is as important as having a supportive work-life 
organizational culture. Thompson et al (1999) found that perceptions of a supportive 
work-family culture were related to employees’ use of work-life balance policies. They 
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also found that supervisor support was the strongest predictor of work-life balance 
policy use. They stated that the supervisor is a key role of influencing employee’s 
decisions in using the work-life balance policy because they may encourage or 
discourage employees from using the policy. Furthermore, they may undermine 
employees’ effort to achieve a better balance between two domains by reinforcing the 
cultural norms that go against taking advantage of those policies.  
 
Hypothesis 3a: Supervisor support will be positively related to the awareness of the 
WLB policies’ availability and usage. 
 
Hypothesis 3b: Supervisor support will be positively related to the availabilities of the 
WLB policies. 
 
Hypothesis 3c: Supervisor support will be positively related to the usage of the WLB 
policies’ availability and usage. 
 
In addition, Galinsky, Bond, and Friedman (1996) studied employed parents and 
found that greater organizational and supervisor support were positively related to 
better outcomes such as less conflict and stress. Grant-Vallone and Ensher (2001) 
found that employees who perceived higher levels of organizational support were less 
likely to report high levels of work-to-life conflict. There is much research to suggest 
that supervisor support is a strong predictor in reducing conflict between work and 
non-work life, whereby the existence of supervisor support reduces stress and lack of 
support increases stress (Goff, Mount, & Jamison, 1990; Thomas & Ganster, 1995). 
Clark (2001) advocates that supervisor support not only reduces conflict between work 
and non-work domain, but it also helps individuals to achieve a better balance between 
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the two domains. Nichol (2004) also found that having a family-supportive supervisor 
is associated with less work-to-family and family-to-work conflict. 
 
On the other hand, Voydanoff (2004) found that both organizational and 
supervisor support show significant positive relationships to work-to-family 
facilitation. Therefore in the present study, the employees receiving support from the 
workplace were expected to have less conflict and to have one role facilitate another 
while receiving support from both organization and supervisor. Greenhaus and 
Parasuraman (1999) suggest that a supportive work environment may enhance 
employee flexibility, information, and direct help that will facilitate the integration of 
work and non-work roles. One study also found a weak positive relationship between 
work-to-family facilitation and the supportive work-family culture in the workplace 
(Hammer, Colton, Caubet, & Brockwood, 2002). Therefore, workplace support is 
related to employees’ work-life facilitation while reduce role conflict arise from two 
domains. 
 
Hypothesis 4: There will be a negative relationship between perceived organizational 
support and work-life conflict. 
 
Hypothesis 5: There will be a positive relationship between perceived organizational 
support and work-life facilitation. 
 
Hypothesis 6: There will be a negative relationship between supervisor support and 
work-life conflict.  
 
Hypothesis 7: There will be a positive relationship between supervisor support and 
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work-life facilitation. 
 
Non-work support 
Burke (1988) found that social support in the non-work domain may result in 
less work-family conflict. Holohan and Gilbert (1979) also agree that support from the 
family has been found to play an important role in reducing work-family conflict. 
Non-work support in past literature has been focused a great deal on spouse support, 
whereas support received from friends or other members in the community received 
much less attention. In a study of dual-earner couples, Greenberger and O’Neil (1993) 
found that men’s well-being was mainly associated with the social support from their 
wives, whereas women’s well-being was linked to social support from husbands and 
wider relationships such as neighbors. Barnett, Marshall, and Pleck (1992) also 
suggest that full-time-employed men in dual-earner couples receive less negative 
influence from the psychological distress associated with poor job quality if they have 
positive relationships with their wives, children, or both. Previous findings found that 
interpersonal strengths, such as empathy and helping others (Ruderman, Ohlott, Panzer, 
& King, 2002) and emotional or practical support received through family 
relationships (Frame & Shehan, 1994; Ruderman et al., 2002), benefited work life. 
 
Overall, the main social support received from the non-work domain that 
mostly has been studied in the past literature is the support received from members of 
the immediate family. This type of support is associated with reducing individuals’ 
work-life conflict, and enhancing in psychological well-being.  
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Hypothesis 8: There will be a negative relationship between non-work support and 
life-to-work conflict. 
 
Hypothesis 9: Life-to-work conflict will mediate the relationship between non-work 
support and psychological well-being. 
 
No known studies have clearly used the term non-work support to point out the 
relationship between non-work support and work-life facilitation. However, Adams et 
al. (1996) found that higher levels of family emotional and instrumental social support 
were associated with lower levels of family and work interference. Furthermore, 
O’Driscoll et al. (2003) also indicated that family-to-work interference is associated 
with reduced levels of family support; and that family support reduces the negative 
effect of family-to-work interference. They also found that family support is 
consistently related with decreased symptoms of psychological strain and increased 
family satisfaction. Therefore, having support from the non-work domain (e.g. family) 
can reduce both individuals’ stress and the interference between work and non-work 
domains. This relationship has constituted the function of life-to-work facilitation, as 
non-work support enhances individuals’ psychological well-being in the work domain. 
 
Moreover, Greenhaus and Powell (2006) suggest a theoretical premise, which 
was examined and supported by Hill et al.’s (2007) qualitative exploration, that 
psychological benefits obtained in Role A (family) can enhance cognitive functioning, 
motivation, interpersonal activity, and commitment in Role B (work). Thus, according 
to the theory, social support which generates psychological well-being in non-work 
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role can enhance the well-being in the work role as well as increasing individuals’ 
commitment to the employing organization. 
Hypothesis 10: There will be a positive relationship between non-work support and 
life-to-work facilitation. 
 
Hypothesis 11a: Life-to-work facilitation will mediate the relationship between 
non-work support and organizational commitment. 
 
Hypothesis 11b: Life-to-work facilitation will mediate the relationship between 
non-work support and psychological well-being. 
 
Hypothesis 11c: Life-to-work facilitation will mediate the relationship between 
non-work support and turnover intention. 
 
Definition of the mediators 
 
Work-life conflict 
 
Since the 1980s, research that relates to work-family conflict such as weekly 
working hours, support from spouse, and multiple-role conflict and ambiguity has 
gradually emerged (Yuen, 1995). Most work-family research defined work-family 
conflict as: “a form of inter-role conflict in which the role pressures from the work and 
family domains are mutually incompatible in some respects” (Greenhaus & Beutell, 
1985, p.77). Because the present research has not aimed to look at the conflict which 
arises between work and family domains only but was discovering the conflict which 
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arises between work and off-work hours that individuals dedicate to non-work activity, 
the present research used the term ‘work-life’ when describe the relationship between 
the variables. Thus, the definition for work-life conflict would be: a type of role 
conflict that arises when joint role pressure from work and off-work domains are 
experienced as participation in one role is made more difficult by virtue of 
participation in the other role (Greenhaus and Beutell, 1985). 
 
More recently, a two directional work-life conflict, that is work-to-life conflict 
and life-to-work conflict, was suggested by Carlson, Kacmar and Williams (2000) and 
Frone, Russell and Copper (1992). They believed that work-to-life conflict is where 
the requirement in the work domain hinders the performance in the off-work/life 
domain, whereas life-to-work conflict is where the requirement in the off-work/life 
domain hinders the performance in the work domain. 
 
Work-life facilitation 
 
Even though finding the stressor and dealing with it is an effective and direct 
way to eliminate the conflict which arises between work and non-work domain, 
developing resources is considered as another useful method to reduce the conflict 
(Beehr, Dunseath & King, 1995). In contrast to work-life conflict, work-life facilitation 
was not actively researched until a growing interest in the positive influences of work 
on the family and of the family on work in 2000s (Butler et al., 2005; Carlson et al., 
2006; Hill, 2005; Voydabsnoff, 2004). Marks (1977) believed people have abundant 
energy and it is expandable, and that participation in one role can have positive effects 
on another role’s performance. Frone (2003) defined this relationship as “ the extent to 
which participation at work [or off-work life] is made easier by virtue of the 
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experiences, skills, and opportunities gained or developed at off-work life [or work]” 
(p.145). Furthermore, some research found people reported stronger organizational 
commitment, higher job satisfaction, personal growth and better health over time when 
involved in multiple roles (Kirchmeyer, 1992; Moen et al., 1992).  
 
The terminology and definitions of these positive reciprocal relationships 
varied across researchers. There are at least four different terms: 1) work-family 
positive spillover; 2) work-family enrichment; 3) work-family enhancement; 4) 
work-family facilitation. Positive spillover focused on individuals’ moods, skills, 
values, and behavior being transferred from one domain to another domain, resulting 
in desired behaviors such as better role performance (Hanson et al., 2006). Greenhaus 
and Powell (2006) defined enrichment as the experiences in one role improving the 
quality of life in the other role. In other words, participating in one role elicits positive 
consequences for the other role. Enhancement represents the acquisition of resources 
and experiences that are beneficial for individuals in facing life challenges (Sieber, 
1974). The essence of facilitation is that the experience of one role makes it easier to 
fulfill the requirements of the other (Van SteenBergen, Ellemers, & Mooijaart, 2007). 
The present research agreed with Van SteenBergen et al.’s (2007) idea and used the 
term ‘work-life facilitation’. It is defined as a person engaging in a domain which 
yields gains that enhance functioning in another life domain (Wayne et. al, 2004). 
 
Similar to work-life conflict, work-life facilitation also exists in a two way 
direction: work-to-life facilitation and life-to-work facilitation. Work-to-life 
facilitation is where the participation in the work domain enhances the performance in 
the off-work/life domain, whereas life-to-work facilitation is where the participation in 
the off-work/life domain enhances the performance in the work domain (Frone, 2003). 
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Criterion variables 
 
Allen et al. (2000) conducted a meta-analysis of the consequences of work-life 
conflict and suggest there are three groups of consequences: work-related, non-work 
related and stress-related outcomes. Work-related outcomes include: organizational 
commitment, job satisfaction, turnover intentions, absenteeism and so forth; non-work 
related outcomes include leisure, family and life satisfaction; stress-related outcomes 
include psychological strain, physical health, substance abuse and so forth. Brough and 
Kelling (2002) stated that the influence of both work-to-life and life-to-work 
facilitation have only been considered recently. Grzywacz (2002) developed a 
preliminary theory of work-life facilitation and suggests that consequences of 
work-life facilitation include improved individual-level outcomes such as well-being, 
greater occupational commitment, and job satisfaction. 
 
The following section discusses organizational commitment, turnover intention 
and psychological well-being as they were outcomes associated with the mediators. 
 
Organizational commitment 
 
Organizational commitment is one of the work-related variables that has been 
studied in association with work-life conflict (WLC) and work-life facilitation (WLF); 
however, the results were varied across studies. Meyer and Allen (1990) define three 
specific facets of organizational commitment: affective, continuance, and normative. 
Affective commitment describes employees’ emotional attachment to the organization. 
Continuance commitment reflects employees’ motivation to remain with an 
organization because they have no other choices. Normative commitment describes a 
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sense of moral obligation in employees and thus makes them feel the responsibility to 
remain in the organization. 
 
Netemeyer and McMurrian (1996) found that affective commitment decreases 
when WLC increases. Lyness and Thompson (1997) examined three different types of 
commitment and found that affective commitment was negatively related to WLC 
while continuance commitment was positively related to WLC, and it was not related 
to normative commitment. Casper, Martin, Buffardi and Edwins (2002) found a 
positive relationship between work-to-family conflict and continuance commitment 
but unrelated to affective commitment. On the other hand, they found no significant 
relationship between life-to-work conflict and either form of organizational 
commitment whereas Netemyer at al. (1996) found a negative relationship between 
family-to-work conflict and affective commitment. Overall, studies suggest WLC will 
be negatively related to affective commitment but positively related to organizational 
continuance commitment; LWC will be negatively related to affective commitment.  
 
Hypothesis 12a: Work-to-life conflict will have a positive relationship to continuance 
organizational commitment. 
 
Hypothesis 12b: Work-to-life conflict will have a negative relationship to affective 
organizational commitment. 
 
Hypothesis 13: There will be a positive relationship between life-to-work conflict and 
continuance organizational commitment 
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 Although not many studies have explored work-to-life facilitation, Tompson 
and Werner (1997) and Aryee, Srinivas and Tan (2005) found that work-to-life 
facilitation was positively related to job satisfaction and affective organizational 
commitment. Furthermore, Wayne, Randel and Stevens (2006) also stated that 
work-to-life facilitation positively predicts affective organizational commitment.  
 
On the other hand, Hill (2005) found that organizational commitment has a 
positive relationship to work-to-family facilitation while negatively relates to 
family-to-work facilitation. He believes the possible explanation of the negative 
relationship is that individuals’ connection to family may be preeminent and that 
he/she may be more likely to leave the job when it does not meet his/her family needs. 
No known studies have examined the relationship between continuance organizational 
commitment and work-life facilitation. Balmforth and Gardner (2006) found that both 
work-to-family facilitation and family-to-work facilitation were significant, and 
positively related to affective organizational commitment. They found that appropriate 
work skills and positive feelings from work can positively influence an employee’s 
family, and people who experienced more satisfaction with their job had higher 
affective commitment to the organization. In sum, both work-to-life and life-to-work 
facilitation are positively associated with affective organizational. 
 
Hypothesis 14: There will be a positive relationship between life-to-work facilitation 
and affective organizational commitment.  
 
Hypothesis 15: There will be a positive relationship between work-to-life facilitation 
and affective organizational commitment. 
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Furthermore, Smith and Gardner (2007) found that supervisor support was related 
to less work-to-life conflict, and greater affective organizational commitment. Meyer, 
Stanley, Herscovitch and Topolnytsky (2002) found work-life conflict was positively 
related to continuance organizational commitment. Pratt and Rosa (2003) found the 
work-life balance policy provided by the organization that helped the employees in 
dealing with their work-life conflict could increase employees’ commitment to the 
organization by reducing this conflict. Since work-life conflict was expected to be 
negatively related to workplace support and also to organizational commitment, 
work-life conflict would mediate the relationship between the support received from 
workplace and employees’ organizational commitment. Similar situation was also 
applied to the relationship between workplace support, organizational commitment 
and work-life facilitation.  
 
Hypothesis 16a: Work-to-life conflict will mediate the relationship between 
supervisor support and affective organizational commitment 
 
Hypothesis 16b: Work-to-life facilitation will mediate the relationship between 
supervisor support and affective organizational commitment. 
 
Hypothesis 17a: Life-to-work conflict will mediate the relationship between 
supervisor support and affective organizational commitment 
 
Hypothesis 17b: Life-to-work facilitation will mediate the relationship between 
supervisor support and affective organizational commitment. 
 
Hypothesis 18a: Work-to-life conflict will mediate the relationship between 
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organizational support and affective organizational commitment 
 
Hypothesis 18b: Work-to-life facilitation will mediate the relationship between 
organizational support and affective organizational commitment. 
 
Hypothesis 19a: Life-to-work conflict will mediate the relationship between 
organizational support and affective organizational commitment 
 
Hypothesis 19b: Life-to-work facilitation will mediate the relationship between 
organizational support and affective organizational commitment. 
 
Turnover intention 
 
Previous researchers have also been interested in the relationship between 
work-life conflict and turnover intention. Boyar, Maertz, Pearson and Keough (2003) 
found both work-to-life and life-to-work conflict positively related to turnover 
intentions while of the two work-to-life conflict had a stronger relationship to turnover 
intention. Allen and colleagues (2000) found a moderate relationship between 
work-life conflict and turnover intentions. Most findings have fairly consistently 
indicated that greater levels of work-life conflict are associated with greater intentions 
to leave the organization (Greenhaus, Collins, Singh, & Parasuraman, 1997; Lyness & 
Thompson, 1997; Netemeyer et al., 1996). Furthermore, Greenhaus and colleagues 
(1997) examined actual turnover and reported that increased work-life conflict was 
related to actual turnover behaviours. 
 
Hypothesis 20a: There will be a positive relationship between work-to-life conflict 
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and turnover intention. 
 
Hypothesis 20b: There will be a positive relationship between life-to-work conflict 
and turnover intention. 
 
Concerning work-life facilitation, Balmforth and Gardner (2006) found both 
work-to-life facilitation and life-to-work facilitation were negatively related to 
turnover intention. Wayne, Randel and Stevens (2006) also discovered that 
life-to-work enrichment negatively related to employees’ turnover intention. The 
present research expected that turnover intention would be negatively related to 
work-life facilitation, as past studies found that work-family facilitation positively 
relates to organizational commitment (Balmforth & Gardner, 2006; Wayne, et al., 
2006) and early research also found the level of turnover intention drops while the 
level of organizational commitment increases (Meyer & Allen, 1990). 
 
Hypothesis 21a: There will be a negative relationship between work-to-life 
facilitation and turnover intention. 
 
Hypothesis 21b: There will be a negative relationship between life-to-work 
facilitation and turnover intention. 
 
 In addition, workplace support is indirectly related to turnover intention via both 
work-life facilitation and work-life conflict. More support received from the 
organization and/or supervisor would enhance facilitation and reduce conflict, 
resulting in positive emotions and energy boost in the work role, thereby contributing 
to a desire to stay in the job. In other words, both work-life conflict and facilitation act 
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as mediators which vary the relationship between organizational and supervisor 
support, and turnover intention. Boles et al. (2001) noted that individuals who suffer 
from high levels of work-to-life conflict or vice versa are more likely to leave that job. 
Studies also suggest that people who perceive workplace as more supportive to their 
private life report less work-life conflict and are less likely to quit the job (Grover & 
Crooker, 1995; Thompson et al., 1999). 
 
Hypothesis 22a: Work-to-life conflict will mediate the relationship between 
supervisor support, and turnover intention. 
 
Hypothesis 22b: Work-to-life facilitation will mediate the relationship between 
supervisor support and turnover intention. 
 
Hypothesis 23a: Work-to-life conflict will mediate the relationship between 
organizational support, and turnover intention. 
 
Hypothesis 23b: Work-to-life facilitation will mediate the relationship between 
organizational support and turnover intention. 
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Psychological well-being 
 
Most of the findings support the idea that increased work-life conflict can lead 
to increased health concerns and problems. Much previous research has explored the 
relationship between psychological issues, and work-to-life and life-to-work conflict 
(Frone et al., 1992; Frone, Russell et al., 1997; Major, Klein & Ehrhard, 2002). Major 
et al. (2002) found that increased conflict is associated with increased psychological 
distress. Similarly, O'Driscoll, Ilgen and Hildreth (1992) found that as job interference 
with non-work activities increased, psychological strain increased. Thomas and 
Ganster (1995) also point out that increased work-family conflict is related to 
increased depression and other psychological issues such as strain anxiety and 
irritability. Moreover, Lu, Gilmour, Kao and Huang (2006) found both work-to-family 
and family-to-work conflict were negatively related to psychological wellbeing for 
employees in both U.K. and Taiwan.  
 
Hypothesis 24: There will be a negative relationship between work-to-life conflict and 
psychological well-being. 
 
Hypothesis 25: There will be a negative relationship between life-to-work conflict and 
psychological well-being. 
 
In contrast, most research supports the idea that facilitation is positively 
associated with an individual’s psychological well-being (Frone, 2003; Grzywacz, 
2000; Hill, 2005; Stephens, Franks, & Atienza, 1997). Frone (2003) and Grzywacz and 
Mark (2000) suggested that consequences of work-family facilitation may include 
improved physical health and well-being. Grzywacz (2000) also found that positive 
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spillover is positively related to better mental health and positive well-being. Hill 
(2005) looked at both work-to-family and family-to-work facilitation and found a 
significant negative relationship between work-to-family facilitation and individual 
stress, whereby enhancement in facilitation would lead to a reduction in stress. 
However, family-to-work facilitation was not significantly related to individual stress. 
Furthermore, Stephens et al. (1997) also found that positive spillover is positively 
related to psychological well-being although the findings were weaker and less 
consistent than negative spillover. Overall, psychological well-being was found to be 
positively associated with work-family facilitation. 
 
Hypothesis 26: There will be a positive relationship between life-to-work facilitation 
and psychological well-being. 
 
Hypothesis 27: There will be a positive relationship between work-to-life facilitation 
and psychological well-being. 
 
 Moreover, Lu et al (2008) suggest that support at both organizational level 
and supervisory level can reduce the conflict which arises between work and family 
domains. They further state that in Taiwanese culture, the immediate supervisor is a 
key factor which determines the employee’s welfare. Some studies found that a family 
supportive work environment has been linked with increased psychological well-being 
(Erdwins, Buffardi, Casper, & O'Brien, 2001; Thomas & Ganster, 1995). Erdwins et al. 
(2001) found that supervisor support was very influential in reducing psychological 
strain in employed mothers. Anderson et al. (2002) also found that the perception of 
low supervisory support indirectly relates, through work-family conflict, to increased 
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stress. In sum, workplace support is related to turnover intention via both work-life 
conflict and facilitation. 
 
Hypothesis 28a: Work-to-life conflict will mediate the relationship between 
supervisor support and psychological well-being. 
 
Hypothesis 28b: Work-to-life facilitation will mediate the relationship between 
supervisor support and psychological well-being. 
 
Hypothesis 29a: Work-to-life conflict will mediate the relationship between 
organizational support and psychological well-being. 
 
Hypothesis 29b: Work-to-life facilitation will mediate the relationship between 
organizational support and psychological well-being. 
 
Work-life balance and associated outcomes 
 
Since a balance between work and non-work spheres is not only perceived as 
having less stress around managing conflicting role demands but also having one role 
facilitate another, is it reasonable to infer that work-life balance is related to higher 
organizational commitment, better psychological wellbeing and lower turnover 
intention. 
 
Hypothesis 30a: There will be a positive relationship between work-life balance and 
organizational affective commitment. 
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Hypothesis 30b: There will be a positive relationship between work-life balance and 
organizational continuance commitment. 
 
Hypothesis 30c: There will be a positive relationship between work-life balance and 
psychological well-being. 
 
Hypothesis 31: There will be a negative relationship between work-life balance and 
turnover intention. 
 
On the other hand, it is important to note on the impact that followed the 
application of the work-life balance policy. Perry-Smith and Blum (2000) points out 
that the mere existence of the work-life balance policy is related to higher perceived 
organizational performance. Although the empirical research on employee’s actual 
usages of work-life balance policy is limited, few case studies showed support from 
the viewpoint that the usage of work-life balance policy is positively related to better 
work performance. A 1993 University of Chicago study at Fel-pro Inc. found that 
employees who take advantage of the policy were more active participants in quality of 
work efforts and business improvements; in the case study of DuPont, Gary M. 
Pfeiffer, vice president points out that those employees who use the work-life policy 
showed a higher organizational commitment than others who do not use it (Landauer, 
1997). Furthermore, a study at Hoechst Celanese indicates that employees who were 
aware of available work-life policy were 39 percent less likely to leave the company 
than employees who were unaware of existing of work-life policy; another study found 
that employees from companies with a work-life balance policy were less likely to 
experience stress-related illness (Landauer, 1997).  
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 As discussed previously, the WLB policies is predicted to positively relate to 
employees’ work-life balance, and a good balance is also related to higher 
organizational commitment, better psychological well-being, and lower turnover 
intention. It is reasonable to inter that the application, availability and usage of the 
work-life balance policy is indirectly related to higher organizational commitment, 
better psychological-welling and lower turnover intention through a good work-life 
balance. 
 
Hypothesis 32a (i): Work-life balance will mediate the relationship between the 
awareness of the organizational WLB policy and the affective organizational 
commitment. 
 
Hypothesis 32a (ii): Work-life balance will mediate the relationship between the 
awareness of the organizational WLB policy and the continuance organizational 
commitment. 
 
Hypothesis 32a (iii): Work-life balance will mediate the relationship between the 
awareness of the organizational WLB policy and psychological well-being. 
 
Hypothesis 32a (iv): Work-life balance will mediate the relationship between the 
awareness of the organizational WLB policy and turnover intention. 
 
Hypothesis 32b (i): Work-life balance will mediate the relationship between the 
availability of the organizational WLB policy with the affective organizational 
commitment. 
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Hypothesis 32b (ii): Work-life balance will mediate the relationship between the 
availability of the organizational WLB policy and the continuance organizational 
commitment. 
 
Hypothesis 32b (iii): Work-life balance will mediate the relationship between the 
availability of the organizational WLB policy and psychological well-being. 
 
Hypothesis 32b (iv): Work-life balance will mediate the relationship between the 
availability of the organizational WLB policy and turnover intention. 
 
Hypothesis 32c (i): Work-life balance will mediate the relationship between the usage 
of the organizational WLB policy with the affective organizational commitment. 
 
Hypothesis 32c (ii): Work-life balance will mediate the relationship between the usage 
of the organizational WLB policy and the continuance organizational commitment. 
 
Hypothesis 32c (iii): Work-life balance will mediate the relationship between the 
usage of the organizational WLB policy and psychological well-being. 
 
Hypothesis 32c (iv): Work-life balance will mediate the relationship between the 
usage of the organizational WLB policy and turnover intention. 
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Chapter Two 
 
Method 
 
This research used a quantitative research method. Surveys were distributed to 
employees at both for-profit and non-profit organizations. The chapter is divided into 
two sections; the first section describes the sample, procedure and the measures for the 
employee survey and the second section of this chapter discusses the method of data 
analysis used in this research. Ethical approval of the research was gained from the 
Department of Psychology Ethics Committee at the University of Waikato. 
   
Participants 
 
This research used a self-report questionnaire to examine the employees’ 
perception of the employing organizational culture and their work-life balance. 
Participants were gathered from two sectors, for-profit and non-profit. The non-profit 
sector involved only nursing-homes. The not-for-profit nursing organization was a 
large organization which has 12 sub-divisions in different localities in Taiwan. The 
data collected from the not-for-profit organization were collected from each 
sub-division. Organizations in the for-profit sectors included electronics, chemicals, 
maritime, bank and insurance companies. Fourteen private industrial sectors were 
chosen from a variety of companies ranging from financial to mechanical 
manufacturing, to represent industries in Taiwan in general.  
 
Eight hundred surveys were distributed in total. 400 surveys were distributed to 
the not-for-profit organizations and 400 surveys were distributed to for-profit 
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companies. The survey was given to 20% of the employees in each company. The 
number of distributed surveys varied depending on the size of the organization. More 
surveys were distributed to larger sized companies. 
  
In total 336 surveys from the not-for-profit organizations and 383 surveys from 
the for-profit organizations were received, a high return rate of 90.1%. After 
eliminating one third of uncompleted responses which were invalid, the not-for-profit 
organization sample was composed of 295 participants (response rate = 73.8%), and 
the for-profit company sample had 363 participants (response rate = 90.8%), and thus 
acquired a total number of 658.  
 
The participants were asked for their tenure at the current organization, age, 
number of dependents living with them, gender, marital status and academic level 
reached, including 267 (42.9%) males and 355 (57.1%) females with a mean age of 
37.94 (SD=9.35), ranging from 20 to 61 years. More than half of the participants were 
married (65.4%) or cohabiting (4.0%) while 27.3% participants were single. The 
majority (51.0%) of the sample had two to three dependents in their house, while 230 
(37.6 %) reported having two children and 250 (43.9%) had two elders living with 
them. About 10.1% of participants reported having no dependents living with them. 
 
The majority of the sample had either a Bachelor’s degree (36.4%) or an 
educational qualification from a polytechnic (31.9%) while 20.9% of participants had a 
high school qualification. Over half (74.7%) of the participants were employees, with 
an average job tenure of 7.44 (SD= 7.55) years, from 0 years to 38 years. 
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Procedure 
 
A two-month period was used to collect the returned data after the distribution of 
questionnaire. Surveys for both categories were conducted at the same time. 
Participants completed structured questionnaires at their leisure and returned them in 
sealed envelopes either to be collected by the research intermediary, or returned via 
post to me. SPSS 13 was used to conduct the following: reliability analysis, factor 
analysis, correlation analysis, and regression analysis. 
 
The survey was anonymous and voluntary; the recruitment method involved 
sending the survey to each organization. The distribution was completed by a third 
person so avoiding any conflict of interests that might influence the ethical 
appropriateness of this research. All employees were made aware of their right not to 
participate in this survey in the information sheet (see Appendix A) and by verbal 
explanation. A letter describing the goal of this research was attached on the first page 
of the questionnaire (see Appendix A). 
 
Measures 
 
A composite score on each variable was obtained by calculating the mean 
across the participants’ responses to all the items in a particular measure. A 
questionnaire is attached in Appendix B. 
 
Organizational work-life balance policy 
 
 Organizational work-life balance policy was defined as policies or benefits, both 
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mandatory and additional, that organizations offered their employees, so that 
employees may achieve better well-being and control in both their working and 
non-working domains. Considerable research has focused on work-life balance policy 
but using different terminologies, such as ‘work-life program’ (Konrad & Mangel, 
2000), ‘work family benefits’ (Thompson et al., 1999) or ‘family friendly policies’ 
(Grover & Crooker, 1995). These practices mainly include four major elements: 
flexible work (e.g., Bardoel, 2003; Batt & Valcour, 2003; Eaton, 2003; Goodstein, 
1994) , dependent care service (Bardoel, 2003; Batt & Valcour, 2003; Konrad & 
Mangel, 2000), leave program (Bardoel, 2003; Batt & Valcour, 2003; Konrad & 
Mangel, 2000), and others such as work/family counseling (e.g., Bardoel, 2003; Eaton, 
2003) and work/family focus group or training (Osterman, 1995). Because this 
research was conducted in Taiwan, the selection of policies was based on previous 
studies (Tsai, 2006; Lee, 2004) that focused on organizational work-family policies in 
Taiwan.  
 
Twelve items were selected in this research- child care information/referral 
service; child allowance; elder information/referral service; elder allowance; flextime; 
work from home; paid maternity leave; breast-feeding time; family emergency leave/ 
family care leave; unpaid child-care long term leave; and work/family balance training. 
A description of each policy is attached in Appendix D. Each item was accompanied 
by three following questions: (1) Does your organization provide the following 
policies? (2) Is it available to you? (3) Do you use it? A yes/no response was used for 
each question. A yes was coded as 1, no coded as 0. 
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Organizational support 
 
The 14-item family-supportive organization perception (FSOP) scale 
developed by Allen (2001) assesses employees’ perceptions of organizational support. 
Sample items are “Expressing involvement and interest in non-work matters is viewed 
as healthy”, and “Work should be the primary priority in a person’s life” (reversed 
score). Five-point rating scales were used (1=strongly disagree, 5=strongly agree), 
with high scores representing more favorable perceptions of organizational support. In 
the present research, an alpha of .73 was obtained. 
 
Supervisory support 
 
Three items developed by Clark (2001) assessed supervisory support. A sample 
item is “My supervisor listens when I talk about my family”. Five-point rating scales 
were used (1=strongly disagree, 5=strongly agree). High scores represent a more 
favorable perception of supervisory support. The internal consistency of the three 
items was .83. 
 
Non-work support 
 
Support from other people was assessed by four items developed by O’Driscoll 
(2000). The original scale was used to assess support that a participant experienced 
from each of their colleagues and families. Sample items were “helpful information or 
advice” and “practical assistance”. Each item was asked with question: “How often did 
you get support from your colleague [family]?”. In the present study, each item was 
asked with question: “How often did you get support from people outside of your 
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work?” A 6-point frequency response scale was used, where 1 = never and 6 = all the 
time. In the present research, an alpha of .91 was obtained. 
 
Organizational commitment 
 
The 18-items scale developed by Meyer et al (1993) was used to assess 
commitment to organizations. Items were translated into traditional Chinese by Lin 
(2002). Items 1- 6 were measuring affective commitment (AC); items 7-12 were 
measuring continuance commitment (CC); items 13-18 were measuring normative 
commitment (NC). In the present studies, they had an internal consistency coefficient 
of .83 (AC), .68 (CC) and .79 (NC). Samples of item were “I would be very happy to 
spend the rest of my career with this organization” and “I do not feel a strong sense of 
“belonging” to my organization” (reverse coded). Five-point rating scales were used 
(1=strongly disagree, 5=strongly agree).  
 
Turnover intention 
 
The 3-item turnover intention scale was developed by O’Driscoll and Beehr 
(1994) to assess employees’ thoughts about quitting their job, plans to look for a new 
job within the next 12 months, and the likelihood they will actively look for a new job. 
Responses were given on a 6-point scale (1= very unlikely, 6= very likely). The scale 
had an alpha coefficient of .83. 
 
Work-Life balance 
 
The 4-item work-life balance scale developed by Brough, Timms and Bauld 
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(2009) was used to assess employees’ experience in balance between their work and 
non-work life. Items were “I currently have a good balance between the time I spend at 
work and the time I have available for non work activity”, “I have difficulty balancing 
my work and non work activity”, “I feel that the balance between my work demands 
and non work activity is currently about right” and “Overall, I believe that my work 
and non work activity are balanced”. Five-point rating scales were used (1=strongly 
disagree, 5=strongly agree). Alpha coefficient for the overall scale was .81. 
 
Work-to-life conflict 
 
Six items were drawn from the 18-item Work Family Conflict Scale (Carlson, 
Kacmar & Williams, 2000) to assess work-to-life conflict because they are items 
focusing on time-based and strain-based conflict. The present research intended to 
measure both work-to-life conflict and life-to-work conflict separately. The word 
“family” was replaced by “non-work” or “people outside of my work” so that it refers 
to relationship more than just family life. Sample item is “My work keeps me from my 
non-work activities more than I would like”. Five-point rating scales were used (1 = 
strongly disagree, 5 = strongly agree). High scores represent high levels of WLC. The 
internal consistency of work-to-life conflict was .89. 
 
Life-to-work conflict 
 
Six items were also drawn from the 18-item Work Family Conflict Scale 
(Carlson, Kacmar & Williams, 2000) to assess life-to-work conflict because they are 
items focusing on time-based and strain-based conflict.  The present research 
intended to measure both work-to-life conflict and life-to-work conflict separately. The 
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word “family” was replaced by “non-work” or “people outside of my work” so that it 
refers to relationship more than just family life. Sample item “Due to stress from 
outside of work, I am often preoccupied with all sorts of matters at work”. Five-point 
rating scales were used (1 = strongly disagree, 5 = strongly agree). High scores 
represent high levels of life-to-work conflict. The internal consistency of life-to-work 
conflict was .84.  
 
Work-to-life facilitation 
 
The 18-item work-family enrichment scale developed by Carlson, Kacmar, 
Wayne, and Grzywacz (2006) was used to assess employees’ perception of the positive 
influence that they obtain from one domain (e.g. work) and its impact on another (e.g. 
life). To extend the research area from measuring only family, the word “family” was 
replaced with “life outside of work” and “all other aspects”. Items which measured 
work-to-life facilitation were provided with a statement: “My involvement in my work 
helps me to be a better member in all other aspects, because this involvement_______” 
and sample items were “helps me to understand different viewpoints” and “makes me 
cheerful”. Responses were given on five-point rating scales (1 = strongly disagree, 5 = 
strongly agree). The present study measured both work-to-life facilitation and 
life-to-work facilitation; the coefficient alpha was .94 for the work-to-life items  
 
Life-to-work facilitation 
 
The 18-item work-family enrichment scale developed by Carlson, Kacmar, 
Wayne, and Grzywacz (2006) was used. To extend the research area from measuring 
only family, the word “family” was replaced with “life outside of work” and “all other 
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aspects”. Items which measured life-to-work facilitation were provided with a 
statement: “My involvement in my life outside of work helps me to be a better worker, 
because this involvement_______” and sample items were “helps me to understand 
different viewpoints” and “makes me cheerful”. Responses were given on five-point 
rating scales (1 = strongly disagree, 5 = strongly agree). The present study measured 
both work-to-life facilitation and life-to-work facilitation; the coefficient alpha was .93 
for the life-to-work items 
 
Psychological well-being 
 
Warr’s (1990) 12-item scale was used to measure the extent to which people 
were either anxious or comforTable, depressed or enthusiastic in relation to their work. 
The respondents were asked to think over the past few weeks and indicate the extent to 
which their job had made them feel tense, uneasy, worried, calm, contented, and 
relaxed (for job-related anxiety-comfort) , and depressed, gloomy, miserable, cheerful, 
enthusiastic and optimistic (for job-related depression-enthusiasm). The same set of 
items with modified questions was used to measure participants’ well-being in relation 
to their non-work life. An example of a question to measure the well-being of the 
non-work aspect is: “In the past few weeks, how much of the time in your life outside 
your job have you felt each of the following?” The ratings were done using a 6-point 
frequency-based response scale, where 1 = never and 6 = all the time. The coefficient 
alpha for job-related well-being was found to be .89 whereas the coefficient alpha for 
non job-related well-being was .91. 
 
Data analysis 
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Factor analysis 
 
The goal of using factor analysis in this research was to make sense of a 
complex set of variables by reducing them to a smaller number of factors which 
account for many of the original variables. This research conducted exploratory 
principal axis factor analysis (PFA) with Oblinque rotation to extract the main factor 
from each measure. 
 
Mediation analysis 
 
This research used the method of Baron and Kenny (1986) plus a Sobel test 
(Sobel, 1982) to assess the mediating effect of the proposed mediator variables (e.g. 
work/life balance), as this method allows one to determine whether the predictor 
variables significantly predict the criterion variable.  
To examine these relationships, regression analyses were conducted using 
resource variable such as supervisor support as predictor. Baron and Kenny (1986) 
suggested that a mediation effect can be tested through examining the following three 
steps: 1) first, regress the mediator on the predictor variable; 2) then, regress the 
criterion variable on the predictor variable; 3) regress the criterion variable on both the 
predictor variable and mediator. (Baron & Kenny, 2008). 
 
Baron and Kenny (1986) further suggested a number of conditions for 
establishing mediation. They were: 1) the predictor variable must be significantly 
related to the mediator in the first equation; 2) the criterion variable must be 
significantly related to the predictor variable in the second equation; 3) the mediator 
variable must be significantly related to criterion variables; 4) the relationship between 
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the predictor variable and criterion variable in the third equation must be less than in 
the second. 
 
Full mediation takes place when the relationship between the predictor variable 
and criterion variables become insignificant when the mediator is entered. Partial 
mediation occurs when the direct relationship between all variables remains significant 
all the time; partial mediation means the relationship remains significant after a 
considerable decrease. The Sobel test (Sobel, 1982) was used to assess the significance 
amount of the meditation. The Sobel macro for SPSS developed by Preacher and 
Hayes (2009) was used.  
 
43 
 
 
 
Chapter Three 
 
Result 
This chapter is divided into three sections. The first section introduces the 
descriptive statistics. Section two illustrates the intercorrelations between all variables. 
The last section provides test of mediation effect. 
 
Descriptive statistics  
 
The Table below illustrates the descriptive statistics for the variables which were 
examined in this research. 
 
Table 1 Means and Standard Deviations 
 
Profit Non-profit 
Variables 
Response 
scale M SD Skew M SD Skew 
Organizational support  1-5 3.11 .46 -.29 3.10 .45 -.36 
Supervisor support  1-5 3.15 .78 -.16 3.25 .75 -.42 
Non-work support 1-6 3.51 .90 .62 3.48 .94 .32 
Work-life balance 1-5 3.25 .68 -.52 3.34 .65 -.39 
Work-to-life conflict 1-5 2.88 .71 .18 2.70 .71 .60 
Life-to-work conflict 1-5 2.66 .63 .23 2.41 .57 .52 
Work-to-life facilitation 1-5 3.50 .66 -.44 3.62 .58 -.23 
Life-to-work facilitation 1-5 3.60 .59 -.63 3.68 .59 -.47 
Affective organizational commitment 1-5 3.46 .65 -.03 3.58 .65 -.49 
Continuance organizational commitment 1-5 3.22 .58 .34 3.05 .61 .02 
Turnover intention 1-6 2.51 1.06 .71 2.53 1.12 .70 
Psychological wellbeing 1-6 4.09 .68 -.23 4.30 .66 -.18 
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Table 1 shows that participants perceived themselves as receiving fairly 
average level of support in both the for-profit and non-profit organizations; it can be 
seen that support they experienced from people who are outside of their workplace 
(OPS) was slightly higher than the workplace support, with supervisor support (SS) 
being at a slightly higher level than organizational support (OS). 
On the other hand, the Table also shows that participants experienced moderate level of 
work-life balance, work-life conflict and work-life facilitation.  The statistics 
demonstrate that participants experienced slightly higher facilitation than conflict, as 
the mean of both work-to-life and life-to-work facilitation were slightly higher than 
work-to-life and life-to-work conflict. The result shows a mean of 3.25 to 3.34 in 
work-life balance variable and suggesting participants experienced a slightly-moderate 
balance when managing their work and non-work life domains. 
 
In addition, I computed a log-transformation to reduce the skew for the 
variables which have a moderate skew such as life-to-work facilitation and turnover 
intention (See Table 1). After obtaining transformed scores, I correlated these variables 
with all other variables, and compared the correlation coefficient obtained using the 
transformed scores versus the non-transformed scores. There was no difference 
between the coefficients. Therefore, I used the non-transformed scores for further 
analysis. 
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Intercorrelations 
 
Table 2 illustrated the correlation of all variables. The results pointed out to a 
significant correlation between the two directions of both work-life conflict and 
work-life facilitation, and other variables. For a correlation to be significant the 
probability level must be below the .05 level. 
 
Hypotheses 
 
Life-to-work conflict 
 
Hypotheses 6, 8 and 25 predicted that life-to-work conflict would be negatively 
and significantly related to psychological wellbeing, supervisor support and the 
support received from people who are outside of the workplace. These hypotheses 
were supported with a negative and significant correlation of -.48 for psychological 
wellbeing, -0.11 for non-work support and -0.12 for supervisor support. 
 
Hypothesis 4 predicted a negative relationship between organizational support 
and work-life conflict. A negative but not significant correlation result was found 
between organizational support and life-to-work conflict (r = -.04), whereby the result 
failed to support hypothesis 4. 
Table 2 Correlations of all variables 
**. Correlation is significant at the 0.01 level (2-tailed).  *. Correlation is significant at the 0.05 level (2-tailed) 
variables 
1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 
1. Organizational support  
 
              
2. Supervisor support  
.04 
              
3. Non-work support  
.05 .26** 
             
4. Work-life balance 
.10** .27** .16** 
            
5. Work-to-life conflict 
-.10** -.21** -.12** -.57** 
           
6. Life-to-work conflict 
-.04 -.12** -.11** -.41** .70** 
          
7. Work-to-life facilitation  .03 .40** .21** .44** -.32** -.26** 
         
8. Life-to-work facilitation  .04 .21** .23** .31** -.21** -.23** .64** 
        
9. Organizational commitment -.01 .42** .23** .36** -.24** -.25** .52** .34** 
       
10. Affective organizational 
commitment 
.02 .46** .25** .38** -.39** -.41** .53** .31** .84** 
      
11. Continuance organizational 
commitment 
-.05 -.02 -.02 -.03 .24** .21** -.02 .01 .45** .03 
     
12. Turnover intention -.03 -.26** -.09** -.34** .38** .38** -.35** -.23** -.56** -.56** -.08* 
    
13. Psychological wellbeing .09* .20** .16** .40** -.47** -.48** .44** .42** .23** .32** -.18** -.32** 
   
14. Policy provision .07 .20** .13** .12** -.07* -.04 .21** .19** .20** .16** .05 -.11** .11** 
  
15. Policy availability .06 -.05 .03 -.02 .06 .11** -.03 -.04 -.06 -.11** .04 .12** -.08 .16** 
 
16. Policy usage .04 .03 .10* .07 -.04 .05 .10* .05 .07 .03 .02 -.02 -.02 .28** .30** 
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Hypothesis 20b predicted a positive relationship between work-life conflict and 
turnover intention.  This hypothesis was supported with a positive and significant 
correlation of 0.38, indicating an increase in life-to-work conflict is associated with an 
increase in the intention of leaving the job. 
 
Hypothesis 13 predicted a positive relationship between life-to-work conflict 
and continuance organizational commitment. It was supported with a positive and 
significant correlation of 0.21. Therefore, life-to-work conflict was related to a higher 
level of continuance organizational commitment. 
 
Work-to-life conflict 
 
Hypothesis 27 predicted a negative relationship between work-to-life conflict 
and psychological wellbeing. Similar to life-to-work conflict, work-to-life conflict is 
also negative and significantly related to psychological wellbeing; a significant 
correlation of -.47 was found. The results suggest that work-to-life conflict is 
associated with a lower level of psychological wellbeing. 
 
Hypothesis 6 predicted that supervisor support would be related to a lower 
level of work-life conflict. A significant correlation (-0.21) was found between the 
work-to-life conflict and supervisor support. The results indicated that work-to-life 
conflict was negatively related to supervisor support. 
 
Hypothesis 12 predicted that work-to-life conflict would be negatively related 
to affective organizational commitment but would be positively related to continuance 
organizational commitment. The hypothesis was supported in that a significant and 
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negative correlation of -0.39 was found between work-to-life conflict and affective 
organizational commitment, and a correlation of 0.24 was found between work-to-life 
conflict and continuance organizational commitment. 
 
Hypothesis 20b predicted a positive relationship between work/life conflict and 
turnover intention. It was supported with a positive and significant correlation of 0.38 
for turnover intention. In other words, turnover intention rises as the conflict increases.  
 
Life-to-work facilitation 
 
Hypotheses 10 and 26 predicted that life-to-work facilitation would be 
associated with increased level of non-work support and psychological wellbeing. The 
result shows that life-to-work facilitation was positively and significantly correlated to 
psychological wellbeing (0.42) and a significant correlation of 0.23 was also found for 
the support received from others. This illustrates support for both hypotheses 10 and 
26 in that a positive relationship exists between these variables. 
 
Hypothesis 14 predicted a positive relationship between life-to-work 
facilitation and affective organizational commitment. It was supported, as the present 
result showed a significant relationship between these two variables (r = 0.31).  
 
Work-to-life facilitation 
 
Hypothesis 27 predicted a positive relationship between work-to-life 
facilitation and psychological wellbeing. It was supported since a positive significant 
correlation of 0.44 was found. This indicates that psychological wellbeing increased as 
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the level of work-to-life facilitation increases. 
 
Hypotheses 5 and 7 predicted that work-to-life facilitation would be positively 
related to greater supervisor support and organizational support. Hypothesis 7 was 
supported with a positive and significant correlation of 0.40 between work-to-life 
facilitation and supervisor support, whereas the result failed to support hypothesis 5 in 
that an insignificant correlation (r = .03) was found. This suggests that higher 
supervisor support was related to higher work-to-life facilitation, but higher 
organizational support is not significantly related to higher work-to-life facilitation. 
 
Hypothesis 15 predicted that work-to-life facilitation would be related to higher 
affective organizational commitment. It was supported with a significant correlation of 
0.53. That is, an increase in work-to-life facilitation was related to greater affective 
organizational commitment. 
 
 Furthermore, hypothesis 21a predicted that work-to-life facilitation would be 
associated with a reduced level of intention to leave the job. A negative and significant 
correlation of -0.35 was found between work-to-life facilitation and turnover intention, 
suggesting support for hypothesis 21a. 
 
Work-life balance 
 
Work/life balance is a central theme of this research, and it was expected to 
relate to higher organizational commitment, better psychological wellbeing and lower 
turnover intentions. 
Hypothesis 1 predicted that the usage and availability of the organizational 
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WLB policy would be related to greater work-life balance. That is, the higher the usage 
and availability of the organizational WLB policy, the greater the balance. The results 
failed to support the relationship between both the usage (r = .07) and the availability (r 
= -.02) of policy and work-life balance in that an insignificant correlation was found. 
However, a significant correlation was found between the provision of the policy and 
work-life balance variables (r = .12). 
 
 Hypothesis 30a, 30b, and 30c predicted that work-life balance would be related to 
greater affective organizational commitment, continuance organizational commitment 
and psychological wellbeing. The hypothesis was partially supported in that a 
significant correlation of 0.38 was found for affective organizational commitment, and 
a significant correlation of 0.40 was also found for psychological wellbeing. However, 
the result failed to support the relationship between work-life balance and continuance 
organizational commitment as a negative but insignificant correlation was found (r = 
-.03). 
 
 Hypothesis 31 predicted that work-life balance would be associated with a 
reduced level of turnover intention. It was supported with a negative and significant 
correlation of -0.34, which means that a greater level of work-life balance was 
associated with a lower intention to leave the job. 
 
 In addition, work-life balance was somewhat more highly correlated with 
work-to-life conflict and work-to-life facilitation than with life-to-work conflict and 
life-to-work facilitation. 
 
Mediations 
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As mentioned in Chapter Two, WLB is composed of four forms of interfaces of 
conflict and facilitation: work-to-life conflict (WLC), life-to-work conflict (LWC), 
work-to-life facilitation (WLF), and life-to-work facilitation (LWF). It was predicted 
that those variables have a mediating effect between the predictor variables and 
criterion variables. The following section described the mediation results.  
 
Life-to-work conflict 
 
Hypothesis 9 suggested that life-to-work conflict would mediate the 
relationship between non-work support and psychological wellbeing. Three 
regressions to test the mediation of hypothesis 9 are illustrated in Table 3. The first step 
showed that the mediator (life-to-work conflict) was regressed on the predictor 
variable (non-work support), and a significant result, β= -.11, p < .05, was found. In the 
second step, the criterion variable (psychological wellbeing) was regressed on the 
predictor variable (non-work support), and significant result was also found for 
psychological wellbeing. In the third equation, psychological wellbeing was regressed 
on non-work support and life-to-work conflict, and the relationships remained 
significant. There was a decrease in the beta coefficient (.16 to .10) for the non-work 
support. Moreover, the Sobel test also indicated a significant indirect effect of mediator 
(Z= 2.84, p < .05). The results suggested a partial mediation for the relationship. 
 
52 
 
 
Table 3 
 
Mediation between non-work support and psychological wellbeing 
 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Life-to-work conflict 
1 
 
Life-to-work 
conflict 
 
Non-work 
support 
-.11* -2.83 .01 
2 
 
Psychological 
wellbeing 
 
Non-work 
support 
.16* 4.04 .02 
3 
 
Psychological 
wellbeing 
 
Non-work 
support 
.10* 3.00  
  
 
Life-to-work 
conflict 
-.47* -13.65 .24 
 
 
Sobel test: Z = 2.84, p < .05 
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Hypothesis 17a and 19a predicted that life-to-work conflict would mediate the 
relationship between organizational and supervisor support with affective 
organizational commitment. In Table 4 (see Appendix C) showed that the mediator 
(life-to-work conflict) was regressed on the predictors (organizational support). The 
organizational support was found not to be significant in association with life-to-work 
conflict. Since a non-significant relationship between organizational support and 
life-to-work conflict was found, the results failed to support hypothesis 19a. 
 
On the other hand, a significant result, β= -.12, p < .05, was found for 
supervisor support. A partial mediation was found in the relationships between 
supervisor support and affective organizational commitment.  
 
In Table 5, the result showed that beta coefficient for supervisor support in 
association with affective organizational commitment dropped from 0.46 to 0.42 after 
the life-to-work conflict variable is entered, thereby indicating a mediating effect of 
life-to-work conflict. The Sobel test also found significant mediating effect of mediator, 
Z= 3.07, p < .05. The result supported hypothesis 17a in that meditation was found in 
the relationship between supervisor support and affective organizational commitment. 
 
In summary, the life-to-work conflict variable was found to have a mediating 
effect between the supervisor and affective organizational commitment, and between 
non-work support and psychological wellbeing. In contrast, no mediating effect of the 
life-to-work conflict was found in any relationships between the organizational support 
and all criterion variables. 
 
Table 5 
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Mediation between supervisor support and affective organizational commitment 
 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Life-to-work conflict 
 
1 
 
Life-to-work 
conflict 
 
Supervisor 
support -.12* -3.15 .01 
2 
 
Affective 
organizational 
commitment 
 
Supervisor 
support 
.46* 13.40 .22 
3 
Affective 
organizational 
commitment 
 
Supervisor 
support 
 
.42* 13.12  
  
 
Life-to-work 
conflict 
-.36* -11.33 .34 
 
 
Sobel test: Z = 3.07, p < .05
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Life-to-work facilitation 
 
Hypothesis 11 suggested that life-to-work facilitation would mediate the 
relationship between non-work support with organizational commitment, 
psychological wellbeing, and turnover intention. Results of the three mediated 
equations which were use to examine hypothesis 11 are present in Table 6a. The first 
equation showed that the mediator (life-to-work facilitation) was regressed on the 
predictor variable (non-work support), and a significant result, β= .23, p < .05, was 
found. A full mediation was found in each Table 6a and 6b. In Table 10a, step 3 
illustrated that non-work support turned insignificant, β= .06, p > .05, after 
life-to-work facilitation variable is entered; Table 6a demonstrated a full mediation in 
the relationship between non-work support and life-to-work facilitation, Z= 5.35, p 
< .05. Table 6b also illustrated a full mediation in the relationship between non-work 
support and turnover intention, Z= - 4.15, p < .05. 
 
A partial mediation was found in the relationship between non-work support 
and organizational commitment variables. In Table 6c, the result showed that beta 
coefficient for non-work support in association with organizational commitment 
dropped from .23 to .16 after the life-to-work conflict variable is entered, thereby 
indicating a mediating effect of life-to-work conflict. The Sobel test also found 
significant mediating effect of mediator, Z= 4.86, p < .05. The results suggested that 
mediation was found in all relationships and support hypothesis 11. 
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Table 6a  
 
Mediation between non-work support and psychological wellbeing 
 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Life-to-work facilitation 
 
1 
 
Life-to-work 
facilitation 
 
Non-work 
support .23* 6.13 .05 
2 
 
Psychological 
wellbeing 
 
Non-work 
support 
.16* 4.04 .02 
3 
 
Psychological 
wellbeing 
 
Non-work 
support 
.06 1.69  
  
 
Life-to-work 
facilitation 
.40* 11.05 .18 
 
Sobel test: Z = 5.35, p < .05 
57 
 
 
Table 6b  
 
Mediation between non-work support and turnover intention 
 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Life-to-work facilitation 
 
1 
 
Life-to-work 
facilitation 
 
Non-work 
support .23* 6.13 .05 
2 
 
Turnover 
intention 
 
Non-work 
support 
-.09* -2.38 .01 
3 
 
Turnover 
intention 
 
Non-work 
support 
-.04 -1.03  
  
 
Life-to-work 
facilitation 
-.22* -5.72 .05 
 
Sobel test: Z = -4.15, p < .05
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Table 6c  
 
Mediation between non-work support and affective organizational commitment 
 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Life-to-work conflict 
 
1 
 
Life-to-work 
facilitation 
 
Non-work 
support .23* 6.13 .05 
2 
 
Affective 
organizational 
commitment 
 
Non-work 
support 
.23* 6.10 .05 
3 
Affective 
organizational 
commitment 
 
Non-work 
support 
.18* 4.53  
  
 
Life-to-work 
facilitation 
.26* 6.91 .12 
 
Sobel test: Z = 4.86, p < .05 
 
Hypotheses 17b and 19b predicted that life-to-work facilitation would mediate 
the relationship between organizational and supervisor support with affective 
organizational commitment.  In the first equation, life-to-work facilitation was 
regressed on organizational and supervisor support separately. Similar to the 
life-to-work conflict, Table 7 (see Appendix C) showed that the organizational support 
was found to be not significant in association with life-to-work facilitation; as a result, 
the results failed to show a significant relationship between organizational support and 
affective organizational commitment.  
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Table 8 showed that a significant result, β= .21, p < .05, was found for 
supervisor support. A partial mediation was found in the relationships between 
supervisor support and all three variables. The result showed that beta coefficient for 
supervisor support in association with affective organizational commitment dropped 
from 0.45 to 0.40 after the life-to-work facilitation variable is entered, thereby 
indicating a mediating effect of life-to-work facilitation. The Sobel test also found 
significant mediating effect of mediator, Z= 4.17, p < .05. 
 
In summary, life-to-work facilitation variable was found to have a mediating 
effect between the supervisor and non-work support and proposed variables. However, 
it was found to be not significant in the relationships between organizational support 
and all criterion variables, as the first step failed to indicate a significant relationship 
between the mediator (life-to-work facilitation) and the criterion variable 
(organizational support).  
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Table 8  
 
Mediation between supervisor support and affective organizational commitment 
 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Life-to-work facilitation 
 
1 
 
Life-to-work 
facilitation 
 
Supervisor  
support .21* 5.48 .04 
2 
Affective  
organizational 
commitment 
 
Supervisor  
support 
.45* 12.76 .20 
3 
Affective  
organizational 
commitment 
 
Supervisor  
support 
.40* 11.52  
  
 
Life-to-work 
facilitation 
.22* 6.22 .24 
 
Sobel test: Z = 4.17, p < .05 
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Work-to-life conflict 
 
Hypothesis 16a, 18a, 22a, 23a, 28a and 29a predicted that work-to-life conflict 
would mediate the relationship between organizational and supervisor support with 
affective organizational commitment, continuance organizational commitment, 
turnover intention, and psychological wellbeing. In Table 9e, the first equation showed 
that the work-to-life conflict (mediator) was regressed on the organizational support 
(predictors). The organizational support was found to have a significance relationship 
to psychological wellbeing. However, the relationship between the organizational 
support and all other criterion variables (affective organizational commitment, 
continuance organizational commitment, turnover intention) showed non-significant. 
The relationship between organizational support and turnover intention in Table 9a 
failed to illustrate a significant mediation, and so does the relationship between 
organizational support with organizational commitment in Table 9b, with affective 
organizational commitment in Table 9c, and with continuance organizational 
commitment in Table 9d (see Appendix C). 
 
A full mediation of work-to-life conflict variable was found in the relationship 
between the psychological wellbeing and organizational support. The predictor 
(organizational support) turned insignificant after the mediator is entered in the 
equation. The Sobel test was used to test the indirect effect of the mediator. The result 
indicated a significant mediating effect of work-to-life conflict in the relationship 
between organizational support and psychological wellbeing (Z= 2.40, p < .05). 
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Table 9e  
 
Mediation between organizational support and psychological wellbeing 
 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-to-life conflict 
 
1 
 
Work-to-life 
conflict 
 
Organizational 
support 
-.10* -2.50 .008 
2 
 
Psychological 
wellbeing 
 
Organizational 
support 
.09* 2.31 .01 
3 
 
Psychological 
wellbeing 
 
Organizational 
support 
.05 1.32  
  
 
Work-to-life 
conflict 
-.46* -13.34 .22 
 
Sobel test: Z = 2.40, p < .05 
 
On the other hand, a significant result, β= -.21, p < .05, was found for 
supervisor support. A partial mediation was found in the relationships between 
supervisor support and all variables except continuance organizational commitment.  
 
In Table 10a, the result showed that beta coefficient for supervisor support in 
association with psychological wellbeing dropped from .20 to .11 after the work-to-life 
conflict variable is entered, thereby indicating a mediating effect of work-to-life 
conflict. The Sobel test also found significant mediating effect of mediator, Z= 5.03, p 
< .05. Table 10b illustrated a partial mediation in the relationship between supervisor 
support and turnover intention; the beta coefficient for supervisor support in 
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association with turnover intention dropped from -.26 to -.19 after the work-to-life 
conflict variable is entered, Z= -4.71, p < .05. Table 10c also illustrated a partial 
mediation in the relationship between supervisor support and affective organizational 
commitment, Z= 4.67, p < .05. However, Table 10d did not illustrated a significant 
mediation in the relationship between supervisor support and continuance 
organizational commitment; the relationship failed to meet the criterion in second 
equation (see Appendix C). The meditation was found only in the relationship between 
supervisor support and all criterion variables except continuance organizational 
commitment. 
 
These results supported hypotheses 16a and 22a, in that meditation was found 
in the relationship between supervisor support and affective organizational 
commitment, and between supervisor support and turnover intention variable. The 
results supported hypotheses 28a and 29a, as the results found mediation between the 
psychological wellbeing and both the organizational and supervisor support. 
 
In summary, work-to-life conflict variable was found to have a mediating effect 
between the supervisor support and all criterion variables except continuance 
organizational commitment. In contrast, it (work-to-life conflict) did not found 
mediation in the relationships between the organizational support and all outcome 
variables except its association with the psychological wellbeing, which was found to 
have full mediation of work-to-life conflict. 
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Table 10a  
 
Mediation between supervisor support and psychological wellbeing 
 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-to-life conflict 
 
1 
 
Work-to-life 
conflict 
 
Supervisor 
support -.21* -5.46 .04 
2 
 
Psychological 
wellbeing 
 
Supervisor 
support 
.20* 5.24 .04 
3 
 
Psychological 
wellbeing 
 
Supervisor 
support 
.11* 3.04  
  
 
Work-to-life 
conflict 
-.45* -12.65 .23 
 
Sobel test: Z = 5.03, p < .05 
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Table 10b  
 
Mediation between supervisor support and turnover intention 
 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-to-life conflict 
 
1 
 
Work-to-life 
conflict 
 
Supervisor 
support -.21* -5.46 .04 
2 
 
Turnover 
intention 
 
Supervisor 
support 
-.26* -6.90 .07 
3 
 
Turnover 
intention 
 
Supervisor 
support 
-.19* -5.21  
  
 
Work-to-life 
conflict 
.34* 9.48 .18 
 
Sobel test: Z = -4.71, p < .05 
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Table 10c  
 
Mediation between supervisor support and affective organizational commitment 
 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-to-life conflict 
 
1 
 
Work-to-life 
conflict 
 
Supervisor 
support 
-.21* -5.46 .04 
2 
Affective  
organizational 
commitment 
 
Supervisor 
support 
.46* 13.40 .21 
3 
Affective  
organizational 
commitment 
 
Supervisor 
support 
.40* 12.00  
  
 
Work-to-life 
conflict 
-.31* -9.14 .30 
 
Sobel test: Z = 4.67, p < .05 
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  Work-to-life facilitation 
 
On the other hand, hypotheses 16b, 18b, 22b, 23b, 28b and 29b predicted that 
work-to-life facilitation would mediate the relationship between organizational and 
supervisor support with affective organizational commitment, turnover intention, and 
psychological wellbeing.  Firstly, work-to-life facilitation was regressed on each of 
organizational and supervisor support separately. Table 11a to 11c showed that the 
organizational support was found to be not significant in association with work-to-life 
facilitation (see Appendix C); therefore, no meditation was found in the relationship 
between organizational support and all three variables. The results failed to support 
hypothesis 18b, 23b, and 29b. 
 
The results of step one in Table 12a showed a significant result, β= .40, p < .05, 
was found for supervisor support. A full mediation of work-to-life facilitation variable 
was found in the relationship between the psychological wellbeing and supervisor 
support. The predictor (supervisor support) turned insignificant after the mediator is 
entered in the equation. The Sobel test was used to test the indirect effect of the 
mediator. The result indicated a significant mediating effect of work-to-life facilitation 
in the relationship between supervisor support and psychological wellbeing (Z= 7.91, p 
< .05). 
  
A partial mediation was found in all others relationships. In Table 12b, the 
result showed that beta coefficient for supervisor support in association with turnover 
intention dropped from -.26 to -.15 after the life-to-work conflict variable is entered, 
thereby indicating a mediating effect of work-to-life facilitation. The Sobel test also 
found significant mediating effect of mediator, Z= -6.05, p < .05. Table 12c also 
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illustrated a partial mediation in the relationship between supervisor support and 
affective organizational commitment, Z= 8.19, p < .05. The beta coefficient for 
supervisor support in association with affective organizational commitment dropped 
from .45 to .25 after the work-to-life facilitation variable is entered. The results support 
hypothesis 16b, 22b and 28b in that meditation was only found in the relationship 
between all criterion variables and the supervisor support.  
 
In summary, work-to-life facilitation variable was found to have a mediating 
effect between the supervisor support with affective organizational commitment, 
turnover intention, and psychological wellbeing variables, where a full mediation was 
found between the supervisor support and psychological wellbeing variables. However, 
it was found insignificant in the relationships between the organizational support and 
all three variables, as the first equation failed to indicate a significant relationships 
between the mediator (work-to-life facilitation) and the predicator variable 
(organizational support).  
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Table 12a  
 
Mediation between supervisor support and psychological wellbeing 
 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-to-life facilitation 
 
1 
 
Work-to-life 
facilitation 
 
Supervisor 
support .40* 11.29 .16 
2 
 
Psychological 
wellbeing 
 
Supervisor 
support 
.20* 5.24 .04 
3 
 
Psychological 
wellbeing 
 
Supervisor 
support 
.03 .71  
  
 
Work-to-life 
facilitation 
.43* 11.14 .19 
 
Sobel test: Z = 7.91, p < .05 
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Table 12b  
 
Mediation between supervisor support and turnover intention 
 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-to-life facilitation 
 
1 
 
Work-to-life 
facilitation 
 
Supervisor 
support .40* 11.29 .16 
2 
 
Turnover 
intention 
 
Supervisor 
support 
-.26* -6.90 .07 
3 
 
Turnover 
intention 
 
Supervisor 
support 
-.15* -3.64  
  
 
Work-to-life 
facilitation 
-.29* -7.19 .13 
 
Sobel test: Z = -6.05, p < .05 
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Table 12c  
 
Mediation between supervisor support and affective organizational commitment 
 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-to-life facilitation 
 
1 
 
Work-to-life 
facilitation 
 
Supervisor 
support .40* 11.29 .16 
2 
Affective  
organizational 
commitment 
 
Supervisor 
support 
.45* 12.76 .20 
3 
Affective  
organizational 
commitment 
 
Supervisor 
support 
 
.25* 7.23  
  
 
Work-to-life 
facilitation 
.42* 12.02 .33 
 
Sobel test: Z = 8.19, p < .05 
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Work-life balance 
 
Hypotheses 32a to c predicted that work-life balance would mediate the 
relationship between the availability, usage and the awareness of the organizational 
work-life balance (WLB) policies with four criterion variables, which were affective 
organizational commitment, continuance organizational commitment, psychological 
wellbeing, and turnover intention. On one hand, Table 13a to 13d (see Appendix C) 
illustrated three equations to test the mediating effect of work-life balance. No 
mediation was found between the availability of the WLB policies and all criterion 
variables, as the beta coefficients did not meet the criterion in step one, β= -.02, p > .05. 
On the other hand, Table 14a to 14d (see Appendix C) illustrated three steps to test the 
mediation between the usage of the WLB policies and all criterion variables. Similarly, 
no mediation was found between the usage of the WLB policies and all criterion 
variables, as the beta coefficients also did not meet the criterion in step one, β= .07, p 
> .05 (see Appendix C). 
 
Tables 15a to 15d tested the mediation between the awareness of the policy and 
four criterion variables. In Table 15a, a significant relationship was found between 
work-life balance and the awareness of policies in step one, β= .12, p <.05. A full 
mediation of work-life balance variable was found in the relationship between 
psychological wellbeing and policy awareness. The predictor (policy awareness) 
turned insignificant after the mediator is entered in the equation. Furthermore, the 
result from Sobel test also indicated a significant mediating effect of work-life balance, 
Z= 2.94, p < .05. Table 15b also demonstrated a full mediation in the relationship 
between the awareness of the policies and turnover intention; the Sobel test was found 
with a significant indirect effect of work-life balance variable, Z= 2.91, p < .05. 
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A partial mediation was found in the relationship between the awareness of 
policies and affective organizational commitment. In Table 15c, the result showed that 
beta coefficient for the awareness of policies in association with affective 
organizational commitment dropped from .16 to .12 after the work-life balance 
variable is entered, thereby indicating a mediating effect of work-life balance. The 
Sobel test also found significant mediating effect of mediator, Z= -2.90, p < .05. 
However, Table 15d (see Appendix C) did not illustrated a significant mediation in the 
relationship between the awareness of policies and continuance organizational 
commitment; the relationship failed to meet the criterion in second step. Therefore, the 
results partially supported the hypothesis 31a in that the mediation of work-life balance 
was found between the awareness of the organizational WLB policy and three criterion 
variables. 
 
In summary, work-life balance was found to have a mediating effect between 
the awareness of the organizational WLB policy and the affective organizational 
commitment, turnover intention and psychological wellbeing. The results failed to find 
mediation between both the availability and usage of policy with all other outcome 
variables in that a non-significant relationship was found between the work-life 
balance variable and the availability and usage of the policy. 
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 Table 15a  
 
Mediating regression equations between policy provision and psychological 
wellbeing 
 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-life balance 
 
1 
 
Work-life 
balance 
 
Policy 
provision 
.12* 3.09 .01 
2 
 
Psychological 
wellbeing 
 
Policy 
provision 
.11* 2.71 .01 
3 
 
Psychological 
wellbeing 
 
Policy 
provision 
.06 1.67  
  
 
Work-life 
balance 
.39* 10.56 .16 
 
Sobel test: Z = 2.94, p < .05 
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Table 15b  
 
Mediating regression equations between policy provision and turnover intention 
 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-life balance 
 
1 
 
Work-life 
balance 
 
Policy 
provision 
.12* 3.09 .01 
2 
 
Turnover 
intention 
 
Policy 
provision 
-.11* -2.68 .01 
3 
 
Turnover 
intention 
 
Policy 
provision 
-.07 -1.74  
  
 
Work-life 
balance 
-.33* -8.90 .12 
 
 
Sobel test: Z = 2.91, p < .05 
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Table 15c  
 
Mediating regression equations between policy provision and affective 
organizational commitment 
 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-life balance 
 
1 
 
Work-life 
balance 
 
Policy 
provision 
.12* 3.09 .01 
2 
Affective 
organizational 
commitment 
 
Policy 
provision 
.16* 4.17 .03 
3 
Affective 
organizational 
commitment 
 
Policy 
provision 
.12* 3.25  
  
 
Work-life 
balance 
.36* 9.81 .15 
 
Sobel test: Z = -2.90, p < .05 
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Chapter Five 
 
Discussion 
 
This chapter is divided into few sections covering discussion, implications, 
limitations and conclusions. The first section discusses the choice of the questionnaire 
design and measures, and describes the overall findings. This is followed by more 
detailed discussion of the correlation and mediation results. Some suggestions for 
management and limitations of the research are also included. The last section 
concludes the whole study.  
 
The present study focused on employees’ work-life balance from two aspects 
(work and non-work), and examined its relationship in association with workplace 
support, non-work support, and variables that might be beneficial to the organization. 
A work-life supportive organizational culture was measured in terms of organizational 
support, supervisor support, and work-life balance (WLB) policies. Criterion variables 
used in the present study were organizational commitment, turnover intention, and 
psychological wellbeing. The research focused on the work-life balance variable and 
the four components: work-to-life conflict; life-to-work conflict; work-to-life 
facilitation; life-to-work facilitation. It was predicted that workplace support and 
non-work support would be associated with better work-life balance, and better 
balance would be associated with employees’ favourable outcomes, which are more 
commitment, better psychological wellbeing, and lower turnover intention.  
 
The overall findings suggested that employees’ work-life balance is related to 
employees’ favourable outcomes. This finding is consistent with previous studies 
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(Clark, 2001; Lu et al., 2008; Nichol, 2004; Thomas & Ganster, 1995; Thompson et al., 
1999). Interestingly, work-life balance and the four components were mainly found to 
be related to supervisor support, whereas workplace resource also covers 
organizational support and work-life balance (WLB) policies. This might suggest that 
supervisor support had more influence on employees’ feelings of work-life balance 
compared to other workplace resources. On the other hand, non-work support showed 
a similar result to supervisor support; the only difference was that non-work support 
had a weaker correlation with work-life balance than did supervisor support. This 
suggests that supervisor support was the strongest predictor on employees’ work-life 
balance, followed by non-work support. 
 
The awareness, availability and usage of the WLB polices had low correlations 
with all other variables. The results showed that supervisor support was associated 
with employees’ awareness of the policies. Moreover, the employees who took 
advantage of the WLB polices also felt more support from their family or friends, as 
the results indicated usage of the policies was significantly related to non-work support 
and work-to-life facilitation. O’Driscoll et al. (2003) found a similar finding; plicies 
only related to less conflict when they created a perception that the organization was 
supportive. Interestingly, none of the above (awareness, availability and usage of 
policies) showed significant relationships with organizational support, and employees 
clearly felt less committed to the organization when the policies were made available 
to them. This might suggest two possibilities: firstly, the organization neither supports 
nor discourages the employees from taking advantage of the policies; and secondly, the 
policies were offered did not meet employees’ needs. 
 
Work-life balance and four components had a mediating effect in the 
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relationship between supervisor support and affective organizational commitment, 
turnover intention, and psychological wellbeing. All mediators were predicted to 
mediate the relationship between organizational support and these criterion variables.  
 
However, only work-to-life conflict was found to mediate the relationship 
between organizational support and the criterion variables; it was found to mediate the 
relationship between organizational support and psychological wellbeing. 
Unsurprisingly, the results suggest that organizational support predicts work-to-life 
conflict variable more than other work-life components (work-to-life facilitation, 
life-to-work conflict, life-to-work facilitation).  
 
Correlation findings 
 
Work-to-life conflict (WLC) 
 
It was hypothesised that work-to-life conflict would be related to various 
variables such as organizational and supervisor support, psychological wellbeing, 
turnover intention, and organizational commitment. The rationale behind these 
hypotheses was that employees who perceived themselves as receiving support from 
either their organization or supervisors would experience less work-to-life conflict in 
that support from either organization or supervisor would help the employees to 
manage their balance between work and life domains. Furthermore, the rationale of the 
hypotheses was also that employees who suffer from greater work-to-life conflict 
would experience lower psychological wellbeing and lower emotional attachment 
towards the organization, along with greater intention to leave the current job and 
greater continuance organizational commitment. In other words, the employees who 
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experienced greater conflict and had no other choice but remain in the current job 
would have a greater feeling that continuance with their current job was a necessity 
rather than a choice. 
 
The present study found that work-to-life conflict had a significant relationship 
with psychological wellbeing, turnover intention, affective organizational commitment 
and continuance organizational commitment. This finding was consistent with 
previous studies in that work-to-family conflict was significantly and negatively 
related to affective organizational commitment (Van Steenbergen, Ellemerd, Moaoijaar, 
2007) and it was positively related to continuance organizational commitment (Casper 
et al., 2002). The effect size of the present study (.24) is similar to Casper et al.’s (2002) 
study, which obtained a coefficient of .26 for continuance organizational commitment. 
Furthermore, much previous literature indicated that work-to-family conflict is 
positively related to greater intentions to leave the organization (Greenhaus et al., 1997, 
Lyness & Thompson, 1997, & Netemeyer et al., 1996), and the present findings also 
support this conclusion. The results support the rationale behind the hypotheses which 
predicted that employees who experienced greater conflict would have lower 
emotional attachment towards the organization, and would continue with their current 
job as a necessity rather than a choice if they have no other opportunity. 
 
Nichol (2004) and Clark (2001) found a significant relationship between 
work-to-family conflict and supervisor support. Some previous research found 
significant relationships in relation to psychological wellbeing and work-to-family 
conflict (Lu et al., 2006; Major et al, 2002; O'Driscoll et al. 1992; Thomas & Ganster, 
1995). Lu and colleagues (2006) found work-to-family conflict was negatively related 
to psychological wellbeing and Major and colleagues (2002) found increased conflict 
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associated with increased psychological distress. The effect size of the present study (r 
= -.47) is similar to the previous studies (r = -.30, Lu, 2006). 
 
Life-to-work conflict (LWC) 
 
The hypotheses predicted that life-to-work conflict would be negatively and 
significantly associated with all types of support, psychological wellbeing, and 
affective organizational commitment while positively and significantly associated with 
turnover intention. The rationale behind the hypotheses was somewhat similar to the 
hypotheses under the WLC section. It was expected that employees who received 
support either from their organization or supervisor would experience less conflict 
from their non-work domain, and that their psychological wellbeing level would be 
increased as the conflict level reduced. The reduction of LWC was associated with less 
intention of leaving the current job. 
 
 The present results suggested a significant relationship between life-to-work 
conflict and each variable discussed above except organizational support. This may 
suggest that either organizational support was not as an important resource as expected 
for coping with the conflict or that employees do not sense themselves as receiving 
sufficient support from their organization. 
  
On the other hand, Nichol (2004) found that the greater the supervisor support, 
the lower the life-to-work conflict. Ruderman et al. (2002) suggested that practical 
support and emotional support such as empathy received through family relationships 
benefits work life. In the present study, supervisor support and the support received 
from others were both found to be significantly and negatively associated with 
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life-to-work conflict. This finding is supported by previous research (Burke, 1988; 
Holohan & Gilbert, 1979; Clark, 2001; Frame & Shehan, 1994; Nichol, 2004; Thomas 
& Ganster, 1995; Ruderman et al, 2002). 
  
Pratt (2003) suggested that providing support for employees would increase 
employees’ commitment by reducing their conflict. Netemeyer and colleagues (1996) 
suggested a negative relationship between family-to-work conflict and affective 
organizational commitment. The result of the present research is consistent with these 
findings in that a significant and negative relationship was found between those two 
variables. The relationships between life-to-work conflict and psychological wellbeing 
and turnover intention were also supported by previous findings. Thus, the current 
findings supported findings from previous studies except in the case of the 
relationships between life-to-work conflict and organizational support. 
 
Work-to-life facilitation 
 
It was hypothesized that work-to-life facilitation would be associated with 
greater psychological wellbeing, affective organizational commitment, organizational 
support and supervisor support and in contrast, it would be negatively related to 
turnover intention. The rationale behind the hypotheses was that support received from 
the employing organization and supervisor would help employees in gaining useful 
experience from their work role, which would make it easier to fulfill other life roles, 
thus generating a better psychological wellbeing in employees. Furthermore, it was 
predicted an employee would also have higher commitment and lower intention to 
leave the organization when they experienced facilitation through their work. 
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 The present results found significant positive relationships between work-to-life 
facilitation and both supervisor support and psychological wellbeing. The current 
finding supported previous studies in which supervisor support was found to be 
significantly related to work-to-family facilitation (Colton et al., 2002; Voydanoff, 
2004), and also supported some research (Grzywacz & Mark, 2000; Hill, 2005) that 
increased psychological wellbeing is accompanied by increased work-to-family 
facilitation. Moreover, Wayne et al. (2006) and Aryee et al. (2005) suggested a positive 
relationship between affective organizational commitment and work-to-life facilitation. 
The rationale was that appropriate work skills and positive feelings from work could 
positively influence an employee’s family life, and those who experienced more 
satisfaction with their job had higher affective commitment to the employing 
organization. The present findings are consistent with these studies. Balmforth and 
Gardner (2006) found that turnover intention was negatively related to work-to-family 
facilitation, and this was also the finding of the present study.  
 
In contrast, the current finding concerning support received from the 
organization did not match those of previous studies (Colton et al., 2002; Greenhaus & 
Parasuraman, 1999; Voydanoff, 2004). As noted in the previous section on work-to-life 
conflict, the results suggest the possibilities that employees might be unaware of the 
organizational support offered or perhaps the kind(s) of support offered did not meet 
employees’ needs.  
 
Life-to-work facilitation 
 
It was predicted that life-to-work facilitation would be positively related to 
non-work support and psychological wellbeing and affective organizational 
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commitment. The rationale behind the hypotheses was that support received from 
employees’ non-working domain would be related to life-to-work facilitation, which is 
associated with a higher level of psychological wellbeing. Furthermore, most previous 
studies (Aryee et al., 2005; Balmforth & Gardner, 2006; Wayne et al., 2006) found that 
greater facilitation is accompanied by greater affective commitment to the organization. 
Affective organizational commitment was expected to be associated with more 
life-to-work facilitation. 
 
 The results of the present finding were consistent with past findings in that 
life-to-work facilitation was positively related to non-work support, psychological 
wellbeing and affective organizational commitment. This suggests that support 
provided from employees’ friends and family is related to applying employees’ useful 
experience in non-work role to the work role, and thus related to better psychological 
wellbeing and higher commitment to the employing organization. 
 
Work-life balance 
 
It was predicted that employees’ work-life balance could reach a better level if 
they were aware of and applied the WLB policies the organization offered. 
Furthermore, the culture of an organization is also an important factor in determining 
an employee’s action of taking advantage of the policies. It was predicted that 
workplace support would be associated with higher usage of the policies. In addition, a 
better work-life balance is associated with several outcomes. It was predicted that 
greater levels of work-life balance would be related to greater psychological wellbeing 
and their commitment to the employing organization, and thus associated with less 
intention of leaving the current job. 
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 The present results partly supported the hypotheses in that work-life balance was 
found to be significantly related to both affective and continuance organizational 
commitment, turnover intention and psychological wellbeing. This may suggest that 
employees who achieved a good balance between their work and life are more likely to 
have good psychological wellbeing, less intention to leave and will be more committed 
to their organization. Landauer’s (1997) study found that employees who use the 
work-life policy showed a higher organizational commitment than others who do not 
use it; furthermore, the same study also suggests that WLB policy is associated with 
less stress-related illness. It was predicted that the WLB policy would be related to 
better work-life balance in employees. The result failed to show a connection between 
those variables apart from a positive relationship between an employee’s work-life 
balance and the mere provision of the WLB policy from the organization. This may 
suggest that the awareness of the WLB policy in the organization might be associated 
with advancing employees’ work-life balance. 
 
Thompson (1999) suggested a supportive culture and supervisor are related to 
employees using WLB policy. In the present study, both types of support were found to 
be significantly related to employees’ work-life balance. This finding may suggest that 
the mere provision of a supportive culture and supervisor support would be a 
contributor in helping employees to gain a better balance between their work and their 
life. However, non-significant connections were found between the availability and the 
usage of the policy with the support gained from the organization and supervisors. 
Both the availability and usage of policies were found to be not related to work-life 
balance. The present study also did not find significant connections between the actual 
usage of the policy and any of the criterion variables. Furthermore, an unexpected 
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finding showed that the availability of the policy is associated with less commitment 
and higher turnover intention. This finding might suggest that the policies offered did 
not meet employees’ needs. Employees might find the policies not so helpful when 
they became available to them. Future research could be focused on this point to clarify 
the relationship between the actual usage and the availability of the WLB policy with 
the favorable employee outcomes. 
 
Mediation findings 
 
Work-to-life conflict 
 
It was hypothesized that work-to-life conflict would mediate the relationship 
between organizational and supervisor support with organizational commitment, 
turnover intention, and psychological wellbeing. This was based on the reasoning that 
employees who perceived support from their supervisor and organization would feel 
less conflict between their work and non-work domains; therefore they would have 
better psychological wellbeing, be more committed to the employing organization and 
have less intention to leave the job. The hypotheses were partially supported as partial 
mediation was found for supervisor support and all criterion variables; and full 
mediation was only found between organizational support and psychological 
wellbeing. 
 
The present results suggest that work-to-life conflict partially mediated the 
relationship between supervisor support and organizational commitment, and turnover 
intention, and psychological wellbeing, and this implies that supervisor support has a 
significant relationship with all criterion variables and the conflict that generates from 
87 
 
 
employees’ work and non-work domain mediates the relationship of support and 
criterion variables. Full mediation implies that organizational support has an indirect 
relationship through work-to-life conflict with psychological wellbeing; this result 
suggests that work-to-life conflict plays an important role in determining employees’ 
psychological wellbeing. 
 
Life-to-work conflict 
 
Similar to work-to-life conflict, life-to-work conflict was also hypothesized to 
have a mediating effect between organizational and supervisor support with 
organizational commitment, turnover intention, and psychological wellbeing. 
Furthermore, a mediating effect was also expected between non-work support and all 
criterion variables. The present findings partially supported the hypotheses as a 
non-significant relationship was again found between organizational support and all 
criterion variables; and partial mediation was found between supervisor support and 
non-work support with all criterion variables. Support partially mediated relation 
between work-to-life conflict and criterion variables. The findings suggested a 
mediating effect of life-to-work conflict in the relationship between both types of 
support and organizational commitment, turnover intention, and psychological 
wellbeing. These findings imply that both types of support (supervisor support and 
non-work support) have a significant relationship with all criterion variables but they 
are mediated by employees’ conflict that generates from the non-working to the work 
domain. 
 
It is interesting to note that in both work-to-life conflict and life-to-work 
conflict mediation results, partial mediation was found between supervisor support and 
88 
 
 
all criterion variables, and there were similar findings for the relationship between 
non-work support and all criterion variables, whereas no mediation was found in the 
relationship between organizational support and most criterion variables. Smith and 
Gardner’s (2007) study also suggested that an organizational culture that is supportive 
of work-life balance would reduce conflict between employee’s work and their private 
life domain, and thus result in higher organizational commitment and lessen their 
intention of leaving the current job. 
 
According to Baron and Kenny (1986), the relationships between the predictor 
and criterion variables have to be significant for a mediating effect to be established. 
The present research failed to do so and thus obtained a non-mediation result in the 
relationship between organizational support and all criterion variables. This may 
suggest that the support provided by the organization does not have a significant 
influence over those criterion variables. It also does not have as much influence as 
supervisors or other people from the non-working place when it comes to determining 
employees’ attitudes and wellbeing. This was an unexpected finding, as past studies 
suggest that an organization’s culture would influence an employee’s way of behaving, 
such as taking advantage of the family-friendly policy (Thomas & Ganster, 1995). A 
possible explanation for the non-significant finding might be that the organization did 
not offer sufficient support for employees to become aware of it. Future research needs 
to focus on whether organizational support is necessary for helping employees achieve 
a better balance between their work and non-work domains. 
 
 
 
Work-to-life and life-to-work facilitation 
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It was hypothesized that work-life facilitation would mediate the relationship 
between different types of support (e.g. organizational support) and the criterion 
variables of affective organizational commitment, turnover intention, and 
psychological wellbeing. Moreover, life-to-work facilitation was also expected to 
mediate the relationship between support received from the employee’s non-work 
place and all criterion variables. These hypotheses were based on the rationale that the 
support received either from the organization or outside of it would enhance 
employees’ psychological wellbeing, and their commitment to the employing 
organization, and lower their intention to leave the job. 
 
The findings of the present research suggested a partial mediation. A mediating 
effect of work-to-life facilitation was found in the relationship between supervisor 
support and all criterion variables; a full mediation was found between supervisor 
support and psychological wellbeing. Similar to work-to-life conflict, the results failed 
to show a significant relationship between organizational support and all criterion 
variables, as there was not a significant relationships between the mediator 
(life-to-work facilitation and work-to-life facilitation) and the predicator variable 
(organizational support). 
 
It is interesting to note that the findings of both work-life conflict and work-life 
facilitation achieved a similar result. Partial mediation was found between supervisor 
support and all criterion variables. The results failed to show mediations between 
organizational support and almost all criterion variables. This suggests that 
organizational support does not predict much of the work-life facilitation and criterion 
variables than the work-life conflict. In other words, more organizational support 
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received is in association with less work-to-life conflict in employees. 
 
 Work-life balance 
 
It was hypothesized that work-life balance would mediate the relationship 
between the organizational WLB policy offered, its availability, and its usage with all 
criterion variables such as employees’ psychological wellbeing and turnover intentions. 
The rationale behind the hypothesis was that firstly, the employees would achieve a 
better balance between their work and private life if they were aware of and took 
advantage of the WLB policy the organization offered; and then, employees would 
achieve better psychological wellbeing, be more committed to their organization, and 
have lower intentions to leave the job. 
 
 Past studies suggest that employees who are aware of or actually using the WLB 
policy the organization provided would have increased commitment to the 
organization and lower intention to leave the job (Landauer, 1997). Furthermore, the 
WLB policy is also associated with higher perceived organizational performance 
(Perry-Smith & Blum, 2000) and lower stress-related illness employees (Landauer, 
1997). The present finding is similar to that of the past studies. Although no mediation 
was obtained in the relationship between the availability and the usage of the policy 
with the criterion variables, a mediating effect of work-life balance was found in the 
relationship between the awareness of the organizational WLB policy with affective 
organizational commitment, turnover intention, and psychological wellbeing. Partial 
mediation was found in the relationship between the provision of the policy and 
affective organizational commitment, whereas full mediation was found in the 
relationships between the provision of the policy and both the employees’ turnover 
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intention and their psychological wellbeing. 
 
 The present findings suggest that employees’ psychological wellbeing and their 
intention of leaving the job is related to a good balance between their work and 
non-work life, and a good balance is also related to the awareness of the WLB policy 
their employing organization offered. In other words, the findings suggest that it is 
important to clearly establish the WLB policy and make the employees aware of it in 
order to help them to achieve a better work-life balance.  
 
Implications 
 
The present study highlighted some implications for management. Firstly, the 
findings of the current research suggest a significant relationship between the support 
that supervisor provides and favorable outcomes for employees. Management may 
emphasize the training of their supervisors to support employees, as the results suggest 
that support provided from the supervisors is significantly related to less conflict.  
Having less conflict is associated with reducing both employees’ mental strain and 
intentions of leaving the current job, and also having higher commitment to the 
employing organization. 
  
Secondly, the support received from others who are not involved in the 
employee’s workplace also plays an important role in balancing an employee’s work 
and private life domain, as this support also achieves a similar result to that of the 
support received from the supervisors. Since the organization cannot force their friends 
or families to provide support for the employees, the WLB policy is offered as an 
option for employees to gain support from non-work domain. For example, policies 
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such as work-schedule flexibility would enable employees to share their time for 
important social meetings such as social conferences. In this case the employees would 
gain more support from their non-working domain if they could invest more time to 
manage their relationships in the non-working domain. 
 
Thirdly, even though providing the WLB policy would be a step to achieve the 
goal, an even more important action is to clearly establish and make the policies 
well-known to the current employees. This study showed that employees’ awareness of 
the WLB policy offered is associated with better psychological wellbeing. Moreover, 
the employees would be more affectively committed to the organization when they 
know the WLB policy is there. However, the present study also points out the 
possibility that employees could become less committed to the organization and be 
willing to leave the job once the WLB policy became available to them. This was an 
unexpected finding, I would expect that availability and usage of the policies would be 
positively related to employees’ organizational commitment even if they place their 
family above work in Taiwan;. Possible explanations might be there were some 
unintended consequences along with taking advantage of the policies offered. For 
example, perhaps people who used them were discriminated against (e.g. in 
performance rating, promotion opportunities). The reason could also be that the 
policies did not meet employees’ need and thus generates a feeling of disappointment 
after using it. Further research is needed for clarifying the relationship between the 
actual policy usage and favorable employee outcomes. 
 
Finally, the organization needs to re-evaluate the effectiveness and the aim of 
the WLB policy they provide. The present finding suggests that making the policies 
available to the employees does not help them either to achieve a better balance 
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between their work and non-work domain or guarantee favorable employee outcomes, 
whereas making employees aware of the existence of the WLB policy and providing 
them with support from their supervisor is associated with both desired outcomes. It 
might be worthwhile to find out whether employees appreciate the WLB policy 
provided as emphasizing supervisor support might be a less expensive and more 
effective way to achieve the desired outcome. 
 
Strength and limitations 
 
Very limited empirical research known to the researcher has been conducted on 
the mediating effect of work-life balance between organizational support and the 
selected criterion variables in the present study. A major strength of the present 
research is the representative samples in this research. There were approximately six 
hundred respondents. The 73.8% and 90.8% high returning rates represent a good 
sample for both the for-profit versus non-profit sectors. The participants involved were 
general employees across different sectors. However, the majority of the 
questionnaires were returned with the first section uncompleted. Since it was 
impossible to eliminate all the uncompleted questionnaires as this would have reduced 
the data to a minimal amount, I eliminated questionnaires where one-third of 
questionnaire was not completed. 
 
Strength of the present research is also that it was empirical, and included the 
off-work life of both single and married employees. Furthermore, the results of the 
present study were consistent with previous research (Burke, 1988; Hill et al., 2007). 
In addition, because this research was conducted in Taiwan, where the culture 
challenges individualism, the consistency of the present result with previous findings 
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in Western countries indicated the reliability of the psychometric measures used in the 
present study. 
 
The present research had three main limitations. Firstly, the data obtained 
through the survey questionnaires were all self-reports from the participants. Therefore, 
the responses gained may have been subject to common method variance and response 
consistency effect. Secondly, this was a cross-sectional study which means that the 
present findings cannot be used to infer the causality of variables in each relationship. 
It is suggested that future studies use longitudinal research to find out the cause and 
effect relations between the variables. The third limitation was that the selection of 
valid data was based on eliminating surveys with no responses over a third of the 
whole questionnaire instead of eliminating incomplete surveys. The reason for doing 
so is because that most of the questionnaire were returned with first part uncompleted. 
 
Future research 
 
Some past studies suggest the importance of building up a family or work-life 
balance supportive organizational culture in helping the application of the WLB policy 
(Allen, 2001; Thompson et al., 1999). However, the findings of the present study 
illustrated that the usage of the WLB policy is not related to the support the 
organization offered. These may suggest that the support the organization offered 
might either not be a factor in achieving the supportive organizational culture or it 
might just not what employees needed. Future research could focus on the variables 
that constitute a supportive organizational culture and clarify the type of support the 
employees needed from the organization. 
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 The WLB policies the organizations offered in Taiwan are mostly legal policies to 
achieve social legitimacy; they tend to discriminate against single workers. For 
example, leave such as maternity leave and paternity leave are both limited to 
employed parents. Pulman (1998) also raised a similar point in the New Zealand 
context and suggested that future WLB policies may need to encompass all employees 
by changing their focus from family-supportive to work-life balance-supportive. Thus, 
it is worthwhile to replicate the research once a more encompassing work-life balance 
policy is ready. 
 
In addition, future research is needed to re-examine the relationship between 
the usage of the WLB policy and favorable employee outcomes such as high 
organizational commitment, as the present research produced an unexpected finding 
that the employees who uses more of the WLB policy had less commitment. 
Furthermore, discovering the factors which may hinder the usage of the WLB policy 
would be another goal to aim for. 
 
Finally, future research could focus on the relationship between the supervisor 
and employees’ favorable outcomes in a longitudinal study, as the present findings 
suggest a significant relationship between supervisor’s support and all favorable 
employee outcomes. Organizations may save the costs of applying a WLB policy if the 
supervisor’s support is sufficient to achieve similar results. 
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Conclusion 
 
The overall results suggest that the support provided from both the supervisor 
and people in employees’ non-working domains may influence employees’ work-life 
balance. Organizations that desired to achieve these favorable outcomes in employees 
should ensure that their supervisors provide sufficient support for the employees, and 
announce the WLB policies clearly would be an option as well. Although the support 
offered from the organization might not be as effective as other type of support 
(supervisor support and other support) in achieving favorable employee outcomes such 
as high commitment and low intention of leaving the job, it is still associated with 
lessening conflict in employees and achieving a better balance between their work and 
non-work domains. 
 
In sum, employees’ work-life balance was found to be significantly related with 
their supervisors and other people who are involved in their life outside of their 
workplace. Employees’ work-life balance is also related to their awareness of the WLB 
policy provided in the workplace. Employees with good work-life balance are more 
likely to experience better psychological wellbeing, have higher commitment to the 
organization, and lower turnover intention. Future research is encouraged to explore 
further relationship between organizational support and employee behaviors. 
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Survey of work and non-work experience 
 
Dear participant: 
 
 This questionnaire is designed to examine work/life balance. This project aims to 
discover the possible influence of your company’s organizational culture on the usage 
of organizational work/life balance policies. The results may be useful in 
recommending effective organizational behavior and policies that are designed to 
increase employees’ well-being. 
 
Your information will be treated in strict confidence; no one in the organization will be 
able to view another’s responses; your individual information will not be disclosed 
under any circumstances to anyone.  
 
The questionnaire focuses on a variety of aspects that are relevant to both work and 
non-work domains. These include the resources available in your job, the relationship 
between work and non-work life, the support you receive from your organization, your 
supervisor and your family, and your attitude towards this organization. 
 
General instructions: Please select one response that best reflects your opinion in 
each question. I expect it will take about 30 minutes to answer all the questions. I 
would be very appreciative of you answering all the questions and returning the 
questionnaire to me within the next 4-5 days, and by __date_if at all possible. 
 
For the purpose of this research I define: 
Work = paid employment, including self-employment and part-time employment 
Non-work/life = any activities/time/relationships that are outside of work 
 
When you have completed this questionnaire, please 1) return it to me in the 
postage-paid envelope provided; 2) return it to the box in the sealable envelope 
provided. If you have any enquiries about the research, please contact me. A souvenir 
pen will be given in appreciation of your precious time. 
 
Lastly, thank you for your assistance with this project. Your involvement is very 
valuable and much appreciated.  
 
Best Regards             
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Student: Ruby Chang 
Supervisors: Michael O’Driscoll and Donald Cable 
The University of Waikato, Department of Psychology 
 
Email: rc22@students.waikato.ac.nz or wolfalien@hotmail.com 
Telephone: (04)26810764 
 
 
 
 
 
Information sheet 
 
Your participation in this survey is voluntary. The information you 
submit as part of this survey cannot and will not be used to identify 
you. The information collected will also be treated as confidential; 
only people directly involved with the research will have access to this 
information, and the information will not be disclosed to anyone else 
under any circumstances. 
 
By participating in this survey, you consent for the information you 
provide to be used for academic and research purposes. The 
information you provide will not be used for any other purpose and 
will be destroyed after the conclusion of the research. You may 
withdraw your participation at any time, up till when you return your 
survey questionnaire via mail, after which individual identification 
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[Part 1]: Organizational work-life balance policy 
 
Please put a√in the box which indicate whether each of the following is (a) 
provided, (b) available to you and (c) used by you 
 
Does your organization provide the following policies? Is it available to you? Do you use it? 
 Yes No Yes No Yes No 
1.          Child care information/ 
      referral service  □ □ □ □ □ □
2.          Child allowance □ □ □ □ □ □
3.          Eldercare information/ 
      referral service □ □ □ □ □ □
4.          Elder allowance □ □ □ □ □ □
5.          Flextime □ □ □ □ □ □
6.          Work from home □ □ □ □ □ □
7.          Paid maternity leave □ □ □ □ □ □
8.          Paid paternity leave □ □ □ □ □ □
9.          Breast-feeding time □ □ □ □ □ □
10.      Family emergency leave/  
      family care leave □ □ □ □ □ □
11.      Unpaid child-care leave □ □ □ □ □ □
12.      Work/family balance 
training □ □ □ □ □ □
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[Part 2]: Organizational support and Supervisor support 
Please put a√in box which best reflects your view of each item. 
 
To what extent do you agree that each of the following statements represent the 
philosophy or beliefs of your organization (remember, these are not your own 
personal beliefs—but to what you believe is the philosophy of your organization).
 
Strongly 
disagree 
Disagree Neutral Agree 
Strongly 
agree 
13. Work should be the primary 
priority in a person’s life □ □ □ □ □ 
14. Long hours inside the office 
are the way to achieving 
advancement 
□ □ □ □ □ 
15. It is best to keep family 
matters separate from work □ □ □ □ □ 
16. It is considered taboo to talk 
about life outside of work □ □ □ □ □ 
17. Expressing involvement and 
interest in non-work matters 
is viewed as healthy 
□ □ □ □ □ 
18. Employees who are highly 
committed to their personal 
lives cannot be highly 
committed to their work 
□ □ □ □ □ 
19. Attending to personal needs, 
such as taking time off for 
sick children is frowned 
upon 
□ □ □ □ □ 
20. Employees should keep their 
personal problems at home □ □ □ □ □ 
21. The way to advance in this 
company is to keep 
non-work matters out of the 
workplace 
□ □ □ □ □ 
22. Individuals who take time 
off to attend to personal □ □ □ □ □ 
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matters are not committed to 
their work 
23. It is assumed that the most 
productive employees are 
those who put their work 
before their family life 
□ □ □ □ □ 
24. Employees are given ample 
opportunity to perform both 
their job and their personal 
responsibilities well □ □ □ □ □ 
25. Offering employees 
flexibility in completing 
their work is viewed as a 
strategic way of doing 
business □ □ □ □ □ 
26. The ideal employee is one 
who is available 24 hours a 
day □ □ □ □ □ 
 
 
Please read each of the following statements carefully and then decide the extent 
that you agree with each statement. Think about the manager/supervisor that 
you directly report to when answering the items. 
 
 
Strongly 
disagree 
Disagree Neutral Agree 
Strongly 
agree 
27. My supervisor understands my 
demands outside of work  □ □ □ □ □ 
28. My supervisor listens when I 
talk about my life outside of 
work □ □ □ □ □ 
29. My supervisor acknowledges 
that I have obligations as a 
family member □ □ □ □ □ 
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[Part 3]: Support from other people 
 
In this section I look at how often people outside of your work (e.g. friends, family, 
etc.) provide you with support when you are having problems.  
Please put a√in box which best reflects your view of each item. 
How often did you 
get support from  
people outside of your 
work? Never 
Very 
Occasionally Sometimes Often 
Very 
Often 
All 
the 
time
30. Helpful information or 
advice □ □ □ □ □ □
31. Sympathetic 
understanding and 
concern □ □ □ □ □ □
32. Clear and helpful 
feedback □ □ □ □ □ □
33. Practical assistance □ □ □ □ □ □
 
[Part 4]: Attitude towards your organization 
 
Please read each of the following statement carefully and then decide the extent 
that you agree with each statement. Please put a√in box which best reflects 
your view of each item. 
 
Strongly 
disagree 
Disagree Neutral Agree 
Strongly 
agree 
34. I would be very happy to 
spend the rest of my 
career with this 
organization □ □ □ □ □ 
35. I really feel as if this 
organization's problems 
are my own □ □ □ □ □ 
 
Strongly 
disagree 
Disagree Neutral Agree 
Strongly 
agree 
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36. I do not feel a strong 
sense of "belonging" to 
my organization □ □ □ □ □ 
37. I do not feel "emotionally 
attached" to this 
organization □ □ □ □ □ 
38. I do not feel like "part of 
the family" at my 
organization □ □ □ □ □ 
39. This organization has a 
great deal of personal 
meaning for me □ □ □ □ □ 
40. Right now, staying with my 
organization is a matter of 
necessity as much as desire □ □ □ □ □ 
41. It would be very hard for 
me to leave my organization 
right now, even if I wanted 
to □ □ □ □ □ 
42. Too much of my life 
would be disrupted if I 
decided I wanted to leave 
my organization now. □ □ □ □ □ 
43. I feel that I have too few 
options to consider 
leaving this organization □ □ □ □ □ 
44. If I had not already put so 
much of myself into this 
organization, I might 
consider working 
elsewhere □ □ □ □ □ 
45. One of the few negative 
consequences of leaving 
this organization would 
be the scarcity of 
available alternatives □ □ □ □ □ 
46. I do not feel any 
obligation to remain with □ □ □ □ □ 
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my current employer 
47. Even if it were to my 
advantage, I do not feel it 
would be right to leave 
my organization now □ □ □ □ □ 
48. I would feel guilty if I left 
my organization now □ □ □ □ □ 
49. This organization 
deserves my loyalty □ □ □ □ □ 
50. I would not leave my 
organization right now 
because I have a sense of 
obligation to the people 
in it □ □ □ □ □ 
51. I owe a great deal to my 
organization □ □ □ □ □ 
 
  
52. Thoughts about quitting this job cross my mind.  
□  
Never 
□ 
Sometimes 
□  
Rarely 
□  
Often 
□  
Very 
often 
□  
All the time 
53. I plan to look for a new job within the next 12 months. 
□ 
Strongly 
Disagree 
□ 
Moderately 
Disagree 
□ 
Slightly 
Disagree 
□ 
Slightly 
Agree 
□ 
Moderately 
Agree 
□ 
Strongly 
Agree 
54. How likely is it that, over the next year, you will actively look for a new 
job outside of this firm? 
□  
Very 
Unlikely 
□ 
Moderately 
Unlikely 
□ 
Somewhat 
Unlikely 
□ 
Somewhat 
Likely 
□ 
Moderately 
Likely 
□  
Very 
Likely 
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[Part 5]: Work-life balance 
Please read each of the following statements carefully and then put a√in box 
which best represents your view with each statement. Think about the demands 
on your time and energy from both your work and your non-work commitments. 
 
 
Strongly 
disagree 
Disagree Neutral Agree 
Strongly 
agree 
55. I currently have a good 
balance between the time I 
spend at work and the time 
I have available for non 
work activity 
□ □ □ □ □ 
56. I have difficulty balancing 
my work and non work 
activity 
□ □ □ □ □ 
57. I feel that the balance 
between my work 
demands and non work 
activity is currently about 
right 
□ □ □ □ □ 
58. Overall, I believe that my 
work and non work 
activity are balanced 
□ □ □ □ □ 
59. My work keeps me from 
my non work activities 
more than I would like 
□ □ □ □ □ 
60. The time I must devote to 
my job keeps me from 
participating equally in 
household responsibilities 
and activities 
□ □ □ □ □ 
61. I have to miss activities 
outside of work due to the 
amount of time I must 
spend on work 
responsibilities 
□ □ □ □ □ 
62. The time I spend on non 
work responsibilities often □ □ □ □ □ 
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interfere with my work 
responsibilities 
63. The time I spend with 
people outside of my work 
often causes me not to 
spend time in activities at 
work that could be helpful 
to my career 
□ □ □ □ □ 
64. I have to miss work 
activities due to the 
amount of time I must 
spend on non work 
responsibilities 
□ □ □ □ □ 
65. When I get home from 
work I am often too 
frazzled to participate in 
other (e.g. family) 
activities/responsibilities 
□ □ □ □ □ 
66. I am often so emotionally 
drained when I get home 
from work that it prevents 
me from contributing to 
my family/spouse 
□ □ □ □ □ 
67. Due to all the pressures at 
work, sometimes when I 
come home I am too 
stressed to do the things I 
enjoy 
□ □ □ □ □ 
68. Due to stress from outside 
of work, I am often 
preoccupied with all sorts 
of matters at work 
□ □ □ □ □ 
69. Because I am often 
stressed from other non 
work responsibilities, I 
have a hard time 
concentrating on my work 
□ □ □ □ □ 
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70. Tension and anxiety from 
my life outside of work 
often weaken my ability to 
do my job 
□ □ □ □ □ 
      
My involvement in my work 
helps me to be a better member 
in all other aspects, because 
this involvement________ 
Strongly 
disagree 
Disagree Neutral Agree 
Strongly 
agree 
71. Helps me to understand 
different viewpoints □ □ □ □ □ 
72. Helps me to gain 
knowledge □ □ □ □ □ 
73. Helps me acquire skills □ □ □ □ □ 
74. Puts me in a good mood □ □ □ □ □ 
75. Makes me feel happy □ □ □ □ □ 
76. Makes me cheerful □ □ □ □ □ 
77. Helps me feel personally 
fulfilled □ □ □ □ □ 
78. Provides me with a sense 
of accomplishment □ □ □ □ □ 
79. Provides me with a sense 
of success □ □ □ □ □ 
      
      
      
My involvement in my life 
outside of work helps me to be 
a better worker, because this 
Strongly 
disagree 
Disagree Neutral Agree 
Strongly 
agree 
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involvement________ 
80. Helps me to gain 
knowledge □ □ □ □ □ 
81. Helps me acquire skills □ □ □ □ □ 
82. Helps me expand my 
knowledge of new things □ □ □ □ □ 
83. Puts me in a good mood □ □ □ □ □ 
84. Makes me feel happy □ □ □ □ □ 
85. Makes me cheerful □ □ □ □ □ 
86. Requires me to avoid 
wasting time at work □ □ □ □ □ 
87. Encourages me to use my 
time in a focused manner □ □ □ □ □ 
88. Causes me to be more 
focused at work □ □ □ □ □ 
 
[Part 6]: Well-being 
Please read each of the following statements carefully and then put a√in box 
which best represents your view on each statement. 
 
Thinking of the past few weeks, how much of the time has your job made you feel 
each of the following? 
 
Never Occasionally
Some of 
the time
Much of 
the time
Most of 
the time 
All of the 
time 
89. Tense □ □ □ □ □ □ 
90. Uneasy □ □ □ □ □ □ 
91. Worried □ □ □ □ □ □ 
92. Calm □ □ □ □ □ □ 
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93. Contented □ □ □ □ □ □ 
94. Relaxed □ □ □ □ □ □ 
95. Depressed □ □ □ □ □ □ 
96. Gloomy □ □ □ □ □ □ 
97. Miserable □ □ □ □ □ □ 
98. Cheerful □ □ □ □ □ □ 
99. Enthusiastic □ □ □ □ □ □ 
100. Optimistic □ □ □ □ □ □ 
 
 
In the past few weeks, how much of the time in your life outside your job have you 
felt each of the following? 
 
Never Occasionally
Some of 
the time
Much of 
the time
Most of 
the time 
All of the 
time 
101. Tense □ □ □ □ □ □ 
102. Uneasy □ □ □ □ □ □ 
103. Worried □ □ □ □ □ □ 
104. Calm □ □ □ □ □ □ 
105. Contented □ □ □ □ □ □ 
106. Relaxed □ □ □ □ □ □ 
107. Depressed □ □ □ □ □ □ 
108. Gloomy □ □ □ □ □ □ 
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109. Miserable □ □ □ □ □ □ 
110. Cheerful □ □ □ □ □ □ 
111. Enthusiastic □ □ □ □ □ □ 
112. Optimistic □ □ □ □ □ □ 
 
[Part 7]: Demographic information 
The following questions are designed to enable me to compare the experience of 
people in different situations. This information will be treated as confidential, 
and your personal details will not be disclosed or reported to anyone. 
 
113. Years with present company ______  years 
114. Your age ______  years old
115. How many dependents in your family ______  children 
 ______  elders 
116. Your gender □Male □ Female 
117. Your Marital status 
□  
Single 
 □  
Unmarried/  
Cohabiting 
□  
Married 
□ 
Divorced/ 
Separated 
□ 
 Widowed 
118. Academic level reached 
□  
Junior high 
or lower 
□ 
 Senior High 
 or equivalent 
□  
Polytechnic 
□  
University 
□  
Master degree 
or higher 
119. Would you classify your job as  (please check one box only) 
□  
Top level 
manager 
□  
Middle level 
manager 
□  
First level 
supervisor 
□  
Non supervisory 
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Please return it to me now in the envelope provided 
If you would like to receive a summary on conclusion of this 
project, please either: 
1) Leave your email address or postal address: 
   
2) or Email me at : rc22@waikato.ac.nz 
 
Thank you for your participation! 
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Table 4 
Mediation between organizational support and organizational commitment 
 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Life-to-work conflict 
 
1 
 
Life-to-work 
conflict 
 
Organizational 
support 
-.04 -.954 .000 
2 
 
Organizational 
commitment 
 
Organizational 
support 
-.01 -.26 -.001 
3 
 
Organizational 
commitment 
 
Organizational 
support 
-.02 -.49  
  
 
Life-to-work 
conflict 
-.25* -6.51 .06 
 
Table 7 
Mediation between organizational support and affective organizational commitment 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Life-to-work facilitation 
 
1 
Life-to-work 
facilitation 
Organizational 
support 
.04 1.13 .000 
2 
Affective  
organizational 
commitment 
Organizational 
support 
.02 .48 -.001 
3 
Affective  
organizational 
commitment 
Organizational 
support 
.01 .14  
  
 
Life-to-work 
facilitation 
.31* 8.34 .09 
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Table 9a  
Mediation between organizational support and turnover intention 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-to-life conflict 
 
1 
 
Work-to-life 
conflict 
 
Organizational 
support 
-.10* -2.50 .008 
2 
 
Turnover 
intention 
 
Organizational 
support 
-.03 -.77 .000 
3 
 
Turnover 
intention 
 
Organizational 
support 
.01 .19  
  
 
Life-to-work 
facilitation 
.38* 10.56 .14 
 
Table 9b  
Mediation between organizational support and organizational commitment 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-to-life conflict 
 
1 
 
Work-to-life 
conflict 
 
Organizational 
support 
-.10* -2.50 .008 
2 
Organizational 
commitment 
 
Organizational 
support 
-.01 -.26 -.001 
3 
Organizational 
commitment 
 
Organizational 
support 
-.03 -.89  
  
 
Life-to-work 
facilitation 
-.25 -6.45 .06 
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Table 9c  
Mediation between organizational support and affective organizational commitment 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-to-life conflict 
 
1 
 
Work-to-life 
conflict 
 
Organizational 
support 
-.10* -2.50 .008 
2 
Affective  
organizational 
commitment 
 
Organizational 
support 
.02 .48 -.001 
3 
Affective  
organizational 
commitment 
 
Organizational 
support 
-.02 -.53  
  
 
Life-to-work 
facilitation 
-.39* -10.79 .15 
 
Table 9d  
Mediation between organizational support and continuance organizational commitment 
 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-to-life conflict 
 
1 
 
Work-to-life 
conflict 
 
Organizational 
support 
-.10* -2.50 .008 
2 
Continuance 
organizational 
commitment 
 
Organizational 
support 
-.05 -1.30 .001 
3 
Continuance 
organizational 
commitment 
 
Organizational 
support 
-.03 -.73  
  
 
Life-to-work 
facilitation 
.24* 6.23 .06 
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Table 10d  
Mediation between supervisor support and continuance organizational commitment 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-to-life conflict 
 
1 
 
Work-to-life 
conflict 
 
Supervisor 
support 
-.21* -5.46 .04 
2 
Continuance 
organizational 
commitment 
 
Supervisor 
support 
-.02 -.51 .001 
3 
Continuance 
organizational 
commitment 
 
Supervisor 
support 
.03 .82  
  
 
Life-to-work 
facilitation 
.25* 6.36 .06 
 
Table 11a  
Mediation between organizational support and turnover intention 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-to-life facilitation 
 
1 
 
Work-to-life 
facilitation 
 
Organizational 
support 
.03 .74 .000 
2 
 
Turnover 
intention 
 
Organizational 
support 
-.03 -.77 .000 
3 
 
Turnover 
intention 
 
Organizational 
support 
-.02 -.56  
  
 
Work-to-life 
facilitation 
.34 -9.36 .11 
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Table 11b  
Mediation between organizational support and affective organizational commitment 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-to-life facilitation 
 
1 
 
Work-to-life 
facilitation 
 
Organizational 
support 
.03 .74 .000 
2 
Affective  
organizational 
commitment 
 
Organizational 
support 
.02 .48 -.001 
3 
Affective  
organizational 
commitment 
 
Organizational 
support 
.00 .12  
  
 
Work-to-life 
facilitation 
.53* 15.96 .28 
 
Table 11c  
Mediation between organizational support and psychological wellbeing 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-to-life facilitation 
 
1 
 
Work-to-life 
facilitation 
 
Organizational 
support 
.03 .74 .000 
2 
 
Psychological 
wellbeing 
 
Organizational 
support 
.09* 2.31 .01 
3 
 
Psychological 
wellbeing 
 
Organizational 
support 
.08* 2.22  
  
 
Work-to-life 
facilitation 
.44* 12.47 .20 
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Table 13a  
Mediation between policy availability and psychological wellbeing 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-life balance 
 
1 
 
Work-life 
balance 
 
Policy 
availability -.02 -.48 -.001 
2 
 
Psychological 
wellbeing 
 
Policy 
availability -.07 -1.78 .004 
3 
 
Psychological 
wellbeing 
 
Policy 
availability -.06 -1.71  
  
 
Work-life 
balance .40 10.30 .16 
 
Table 13b  
Mediation between policy availability and affective organizational commitment 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-life balance 
 
1 
 
Work-life 
balance 
 
Policy 
availability -.02 -.48 -.001 
2 
Affective  
organizational 
commitment 
 
Policy 
availability -.11* -2.66 .01 
3 
Affective  
organizational 
commitment 
 
Policy 
availability -.10* -2.68  
  
 
Work-life 
balance .38* 9.97 .16 
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Table 13c  
Mediation between policy availability and continuance organizational commitment 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-life balance 
 
1 
 
Work-life 
balance 
 
Policy 
availability -.02 -.48 -.001 
2 
Continuance 
organizational 
commitment 
 
Policy 
availability .04 .97 .000 
3 
Continuance 
organizational 
commitment 
 
Policy 
availability .04 .95  
  
 
Work-life 
balance -.04 -.88 .000 
 
Table 13d  
Mediation between policy availability and turnover intention 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-life balance 
 
1 
 
Work-life 
balance 
 
Policy 
availability -.02 -.48 -.001 
2 
 
Turnover 
intention 
 
Policy 
availability .12* 2.94 .01 
3 
 
Turnover 
intention 
 
Policy 
availability .12* 2.95  
  
 
Work-life 
balance -.34* -8.77 .23 
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Table 14a 
Mediation between policy usage and psychological wellbeing 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-life balance 
 
1 
 
Work-life 
balance 
Policy usage 
.07 1.64 .003 
2 
 
Psychological 
wellbeing 
Policy usage 
-.02 -.44 -.001 
3 
 
Psychological 
wellbeing 
Policy usage 
-.04 -1.11  
  
 
Work-life 
balance .40 10.22 .15 
 
Table 14b  
Mediation between policy usage and affective organizational commitment 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-life balance 
 
1 
 
Work-life 
balance 
Policy usage 
.07 1.64 .003 
2 
Affective  
organizational 
commitment 
Policy usage 
.03 .69 -.00 
3 
Affective  
organizational 
commitment 
Policy usage 
.00 .07  
  
 
Work-life 
balance .38* 9.80 .14 
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Table 14c  
Mediation between policy usage and continuance organizational commitment 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-life balance 
 
1 
 
Work-life 
balance 
Policy usage 
.07 1.64 .00 
2 
Continuance 
organizational 
commitment 
Policy usage 
.02 .38 -.00 
3 
Continuance 
organizational 
commitment 
Policy usage 
.02 .43  
  
 
Work-life 
balance -.03 -.80 -.00 
 
Table 14d  
Mediation between policy usage and turnover intention 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-life balance 
 
1 
 
Work-life 
balance 
Policy usage 
.07 1.64 .003 
2 
 
Turnover 
intention 
Policy usage 
-.02 -.49 -.001 
3 
 
Turnover 
intention 
Policy usage 
.00 .06  
  
 
Work-life 
balance -.34* 8.52 .11 
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Table 15d  
 
Mediating regression equations between policy provision and continuance  
organizational commitment 
 
Step 
Criterion 
Variables 
Predictor 
Variables 
Beta 
Coefficient 
t Adjusted R² 
 
Mediator =  Work-life balance 
 
1 
 
Work-life 
balance 
 
Policy 
provision 
.12* 3.09 .01 
2 
Continuance  
organizational 
commitment 
 
Policy 
provision 
.05 1.16 .001 
3 
Continuance 
organizational 
commitment 
 
Policy 
provision 
.05 1.27  
  
 
Work-life 
balance 
-.04 -1.01 .001 
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Work-life balance policies 
1. Dependent care 
a. Childcare information/ referral service: Organization provides the 
employees with its own specialized childcare centre, or offers a 
childcare referral service where an employee receives a discount. 
b. Child allowance: Offers employees with financial support for childcare. 
c. Eldercare information/ referral service: Organization provides the 
employees with its own specialized eldercare centre, or offers eldercare 
referral service which the employee receives at a discounted rate. 
d. Elder allowance: Offers employees financial support for eldercare. 
2. Flextime 
a. Flextime: Provides the employees with flextime so that employees can 
have more flexibility in adjusting their work time, thus maintaining a 
better balance between work and off-work life. 
b. Work from home: Provides the employees with the choice to work from 
home so that employees can maintain a better balance between work 
and off-work life. 
3. Leave program 
a. Paid maternity leave: Providing a female employee with maternity 
leave before and after childbirth for a combined period of eight weeks; 
in the case of miscarriage, the organization shall grant maternity leave 
according to the law. 
b. Paid paternity leave: Providing a male employee paternity leave for a 
combined period of two days before and after his spouse gives birth to 
their child. 
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c. Family leave: Providing employees with family leave for the purpose of 
taking personal care of a family member in situations such as when they 
need inoculating, if they suffer from serious illness, or any other major 
events. 
d. Parental leave: Employee may apply for parental leave without 
payment before any of his or her children reach the age of three years 
old. The period of this leave extends until his or her child reaches the 
age of three years old but cannot exceed two years. 
4. Others 
a. Baby-feeding time: Where an employee is required to feed his or her 
baby of less than one year of age in person, in addition to the rest period 
prescribed, his or her employer shall permit him or her to do so twice a 
day, each for thirty minutes. 
b. Work-family balance training: Providing employees with family and 
marriage conference, study groups and some occasional work-life 
balance related meetings. 
 
 
